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PREFACE 


Operation  Desert  Shield/Storm  (ODS/S)  was  the  first  major  mobi¬ 
lization  of  reserve  forces  in  almost  50  years,  and  the  first  since  the 
advent  of  the  All- Volunteer  Force  Since  then,  ODS/S  reservists  have 
participated  in  every  overseas  military  operation  including  those  in 
Somalia,  Haiti,  and  Bosnia.  This  participation  indicates  the  greater 
reliance  on  reserve  forces  in  the  post-drawdown  environment 
Reservists  will  likely  be  used  in  every  future  military  action  as  well  as 
in  overseas  operations  that  have  traditionally  been  exclusively  the 
province  of  the  active  force. 

This  greater  reliance  on  reserve  forces  makes  it  important  to  deter¬ 
mine  how  reserve  mobilizations  affect  the  attitudes,  perceptions,  and 
behaviors  of  reservists,  their  families,  and  their  employers.  It  is  pos¬ 
sible  that  their  greater  use  will  significantly  change  important  atti¬ 
tudes  and  behaviors  and  will  require  changed  personnel  and  training 
policies  in  response.  This  study  examines  whether  key  attitudes  and 
perceptions  of  reservists  and  the  level  of  support  they  receive  from 
their  civilian  employers  and  families  have  changed  in  significant 
ways.  We  do  this  in  two  ways:  first,  by  comparing  survey  data  col¬ 
lected  from  reservists  in  1986  and  1992  and  second,  by  comparing 
the  responses  of  mobilized  and  nonmobilized  reservists  who  re¬ 
sponded  to  the  1992  survey.  This  information  could  be  crucial  in  de¬ 
termining  whether  new  or  stronger  policies  are  needed  to  protect 
reservists  during  periods  of  mobilization  and  in  foreshadowing 
problems  that  might  be  associated  with  a  policy  of  increased  reserve 
use. 
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SUMMARY 


BACKGROUND 

Before  Operation  Desert  Shield/Storm  (ODS/S),  the  last  major 
mobilization  of  reservists  occurred  almost  50  years  ago  during  the 
Korean  conflict.  Thus,  reservists  serving  in  the  Selected  Reserve 
Components  before  1990  had  largely  no  experience  with  a  large-scale 
reserve  mobilization.  In  fact,  the  likelihood  of  a  reserve  mobilization 
was  probably  viewed  as  so  remote  that  it  played  almost  no  role  m 
decisions  to  join  or  remain  in  the  reserve  forces.  The  ODS/S 
mobilization,  and  the  subsequent  involvement  of  reservists  in 
various  other  operations,  ranging  from  the  Army  Multinational  Force 
and  Observers  (MFO)  Sinai  Initiative  to  the  current  effort  in  Bosnia, 
have  changed  this  perception  in  important  ways. 

It  is  clear  that  the  Reserve  Components  are  expected  to  play  an  im¬ 
portant  role  in  responding  to  regional  crises,  as  well  as  in  peacekeep¬ 
ing,  peace  enforcement,  and  humanitarian  assistance  operations. 
For  instance,  since  1991,  Reserve  Component  members  were  acti¬ 
vated  or  volunteered  to  support  Operation  Restore  Democracy 
(Haiti),  Provide  Promise  and  Deny  Flight  (Bosnia),  Restore  Hope 
(Somalia),  Southern  Watch  (Southern  Iraq),  and  Provide  Comfort 
(Northern  Iraq).  Mobilizations  are  likely  to  be  more  frequent  in  the 
future  and  are  likely  to  have  important  effects  on  reservists’  attitudes 
and  the  degree  of  support  they  receive  from  their  families  and  civil¬ 
ian  employers. 

Understanding  how  mobilizations  affect  reservists  is  important  for 
three  reasons:  (a)  The  increasing  reliance  on  reserves  means  in- 
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creased  chances  of  mobilization  for  reservists,  (b)  the  lack  of  mobi¬ 
lization  experience  before  ODS/S  means  that  there  is  little  empirical 
research  concerning  the  effects  mobilizations  have  on  reservists'  atti¬ 
tudes  and  those  of  their  employers  and  families,  (c)  reservists’  deci¬ 
sions  to  stay  in  the  reserve  are  critically  dependent  on  their  own 
attitudes  and  perceptions  and  those  of  employers  and  families.  If 
mobilizations  change  these  attitudes  in  significant  ways,  then 
retention  and  recruiting  in  the  years  after  mobilization  might  be 
affected  with  potentially  important  effects  on  reserve  personnel 
readiness.  If  each  mobilization  leaves  lasting  imprints  on  reserve 
personnel  and  their  decisions  to  enlist  and  stay  in  the  reserves,  this 
may  lead  to  a  gradual  but  steady  reshaping  of  the  force  with 
unforeseen  and  perhaps  unwanted  consequences. 

DATA  AND  PURPOSE  OF  THE  REPORT 

The  analyses  reported  here  are  based  on  a  comparison  of  two  large- 
scale  surveys.  The  1986  and  1992  Reserve  Components  Surveys  are 
two  in  a  series  of  periodic  surveys  of  officers  and  enlisted  personnel 
conducted  by  the  Department  of  Defense  (DoD)  to  collect  informa¬ 
tion  regarding  the  morale,  perceptions,  and  civilian  characteristics  of 
reservists.  Results  from  the  1986  survey  reported  in  Grissmer,  Bud- 
din,  and  Kirby  (1989)  are  compared  to  similar  analyses  of  the  1992 
survey.  This  allows  us  to  examine  changes  in  key  variables  over  time. 

The  second  focus  of  the  analysis  is  a  comparison  of  mobilized  and 
nonmobilized  reservists  in  1992.  The  1992  survey  is  a  rich  source  of 
experiential  information  on  the  attitudes  and  problems  faced  by 
mobilized  reservists,  allowing  us  to  determine  more  directly  the  ef¬ 
fect  of  a  large  mobilization  such  as  ODS/S  on  those  who  were  mobi¬ 
lized.  We  examine  differences  between  mobilized  and  nonmobilized 
reservists  not  only  in  terms  of  their  perceptions  and  attitudes  about 
the  reserve,  their  families,  and  their  work  environments,  but  also 
their  rankings  of  the  potential  problems  they  would  face  if  called  up. 
What  makes  the  latter  particularly  interesting  is  that  for  one  group, 
these  rankings  are  based  on  experience;  for  the  other,  they  are  based 
on  judgment. 

It  is  important  to  be  clear  about  what  this  report  does  and  does  not 
do.  It  is  a  simple  comparative  analysis  of  the  changes  between  1986 
and  1992  in  attitudes  and  perceptions  of  reservists  regarding  their  re- 
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serve  participation,  unit  readiness,  and  family  and  work  environ¬ 
ments.  We  hypothesize  that  these  changes,  if  any,  are  likely  to  have 
been  caused  primarily  by  ODS/S  and  perhaps  to  a  lesser  extent  by 
the  drawdown  attendant  on  the  end  of  the  Cold  War,  but  we  <Xo  not 
explicitly  test  these  hypotheses  in  a  multivariate  framework.  For 
policy  purposes,  it  is  useful  to  measure  changing  attitudes  and  be¬ 
havior.  These  results  can  help  determine  the  need  for  changes  in 
personnel  and  mobilization  policies  and  anticipate  (and  forestall) 
problems  likely  to  arise  in  future  mobilizations. 

FINDINGS 

From  FY86  to  FY92,  the  Selected  Reserve  has  become  increasingly 
senior  and  more  experienced.  In  addition,  the  quality  of  the  force 
has  improved  significantly.  Despite  this,  the  attitudes,  characteris¬ 
tics,  and  family  and  work  environments  of  reservists  in  1992  are  re¬ 
markably  similar  to  those  reported  by  reservists  in  the  1986  survey.^ 

RETENTION-RELATED  ATTITUDES  AND  PERCEPTIONS 

Motivation  for  Staying  in  the  Guard/Reserve,  1986  and  1992 

The  motivation  for  staying  in  the  guard/reserve  appears  to  have 
shifted  from  1986  to  199^ 

•  Among  enlisted  personnel,  there  is  less  emphasis  on  immediate 
compensation  and  promotion  and  greater  importance  placed  on 
educational  benefits;  among  officers,  patriotic  and  job  satisfac¬ 
tion  motives  were  more  frequently  mentioned.  Expanded  edu¬ 
cational  benefits  may  have  attracted  a  newer  group  of  young  en- 


%e  should  point  out  that  the  1992  survey  has  a  50  percent  nonresponse  rate  and  that 
young,  single,  black,  junior  reservists  tended  to  have  the  highest  rates  of  nonresponse. 
If  these  reservists  have  very  different  attitudes/perceptions/behaviors  than  their  coun¬ 
terparts,  then  the  nonresponse  weighting  adjustment  and  subsequent  poststratifica¬ 
tion  will  not  fully  compensate  for  the  extent  of  nonresponse  bias  (see  Appendix  A  for 
further  details).  However,  much  of  our  analysis  excludes  the  most  junior  paygrades 
(E-l  and  E-2):  to  some  extent,  we  have  avoided  the  problem  of  drawing  inferences 
about  groups  that  have  very  low  response  rates.  This  does  not  fully  address  the  more 
general  issue  that  plagues  all  survey  data— the  extent  of  the  nonresponse  bias  that  oc¬ 
curs  when  nonrespondents  are  not  a  random  subset  of  the  total  sample  in  each  sub¬ 
group. 
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listed  personnel  whose  primary  motivation  is  obtaining  money 
for  college  rather  than  long-term  reserve  service. 

•  There  is,  however,  a  small  but  definite  increase  in  the  levels  of 
dissatisfaction  with  military  pay  and  opportunities  for  educa¬ 
tion/training  among  both  officers  and  enlisted  personnel.  Part  of 
the  dissatisfaction  with  pay  may  be  a  reflection  of  the  perceived 
higher  risk  of  mobilization  and  the  attendant  likely  economic 
losses. 


Civilian  Work  Environment 

•  Perhaps  the  most  important  positive  change  is  the  shift  in  em¬ 
ployer  attitudes  from  1986  to  1992:  Reservists  report  a  more  fa¬ 
vorable  attitude  on  the  part  of  their  civilian  supervisors  in  1992 
than  in  1986.  This  may  have  been  partly  a  result  of  the  signifi¬ 
cant  contributions  reservists  made  during  ODS/S. 

•  This  shift  seems  to  have  lessened  the  conflicts  reservists  tradi¬ 
tionally  feel  between  fulfilling  reserve  obligations  and  those  of 
their  civilian  job.  Reservists  report  much  less  conflict  with  em¬ 
ployers  about  attending  drills  and  annual  training  and  in 
spending  extra  time  on  reserve  obligations  while  on  the  job.  (In 
the  latter  case,  this  may  be  due  to  fewer  demands  from  the  re¬ 
serve  job  for  extra  time.) 


Family  Attitudes/Support 

•  Perceived  attitudes  of  spouses  have  remained  stable  between 
1986  and  1992  (a  little  surprising,  given  the  increased  chance 
of  mobilization).  These  data  are  particularly  important  because 
of  the  importance  of  spouses'  attitudes  in  reenlistment/ 
continuation  decisions  (Grissmer,  Kirby,  and  Sze,  1992). 

•  There  also  appears  to  be  about  the  same  or  less  conflict  with 
family  time  arising  from  reserve  drills,  annual  training,  and  extra 
time  spent  on  reserve  obligations. 
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Mobilized  and  Nonmobilized  Reservists 

Comparing  mobilized  with  nonmobilized  reservists,  we  find  signifi¬ 
cant  differences  in  the  reported  attitudes  of  spouses  and  civilian  su¬ 
pervisors. 

•  Higher  proportions  of  mobilized  officers  reported  unfavorable 
attitudes  on  the  part  of  both  spouses  and  civilian  supervisors 
compared  to  nonmobilized  reservists. 

•  Among  enlisted  personnel,  we  find  an  increased  incidence  of 
unfavorable  spouse  attitudes  among  mobilized  reservists,  but 
little  or  no  difference  in  supervisor  attitudes. 

•  Where  differences  exist,  they  tend  to  be  much  larger  among  the 
junior  ranks. 

•  In  addition,  junior  mobilized  officers  and  enlisted  personnel 
were  also  much  more  dissatisfied  with  pay  and  benefits  than 
nonmobilized  personnel. 

•  However,  overall  satisfaction  with  reserve  service  showed  little 
difference  between  mobilized  and  nonmobilized  personnel. 

Continuation  Rates 

This  report  cannot  speak  definitively  about  the  effect  of  mobilization 
on  retention;  that  is  the  subject  of  another  report.  Nonetheless  our 
data  suggest  the  following: 

•  Although  reservists  across  most  grades  reported  much  lower 
subjective  probabilities  of  reenlistment/continuation  in  the  1992 
survey  than  in  the  1986  survey,  our  simple  analysis  of  continua¬ 
tion  rates  found  little  difference  between  1986  and  1992.  Our 
data  show  no  dramatic  change  in  overall  behavior  that  could  be 
attributable  to  ODS/S.  However,  we  must  caution  that  this 
finding  is  based  on  very  simple,  aggregated  measures. 

•  There  is  little  or  no  difference  in  the  overall  retention  rates  of 
mobilized  and  nonmobilized  reservists;  however,  among  officers 
who  expressed  serious  doubts  about  continuing,  mobilized  re¬ 
servists  had  much  lower  retention  rates  than  nonmobilized  offi¬ 


cers. 
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PERCEIVED  PROBLEMS  IN  MEETING  UNIT  TRAINING 
OBJECTIVES,  1986  AND  1992 

It  is  clear  that  the  majority  of  reservists  do  not  perceive  serious 
problems  in  their  unit’s  ability  to  meet  training  objectives.  Even 
problems  that  ranked  in  the  top  five  were  mentioned  by  only  10-16 
percent  of  the  enlisted  and  by  only  10-20  percent  of  officers. 

•  There  is  remarkable  similarity  in  the  1986  and  1992  groups  in  the 
level  and  type  of  concern  expressed  by  reservists  about  the 
problems  facing  units  in  meeting  training  objectives.  If  we  omit 
uncertainty  about  the  future  status  of  the  unit  (not  an  issue  in 
1986),  we  find  that  the  lack  of  time  for  planning  and  administra¬ 
tion,  lack  of  access  to  good  training  facilities,  and  lack  of  supplies 
and  modern  equipment/ weapons  remain  the  primary  concerns 
in  both  surveys. 

•  There  is  little  difference  in  the  rankings  of  problems  by  mobilized 
and  nonmobilized  reservists,  suggesting  that  the  experience  of 
mobilization  has  not  changed  perceptions. 

•  There  is  a  fair  amount  of  consistency  in  the  problems  mentioned 
by  the  reservists  in  the  different  components,  although  there  is  a 
difference  in  their  perceptions  of  how  serious  these  problems 
are.  By  and  large,  the  air  components  seem  pretty  satisfied  with 
their  ability  to  meet  training  objectives  but  the  naval  reserve  and 
the  two  army  components  are  somewhat  less  optimistic. 

POTENTIAL  PROBLEMS  FOR  FUTURE  RESERVE 
MOBILIZATIONS 

As  Figures  S.l  and  S.2  show,  family  and  economic  issues  dominate 
the  list  of  problems  that  reservists  could  potentially  face  if  mobilized. 

•  Potential  loss  of  income  is  the  most  important  concern  of 
reservists,  mentioned  by  35-40  percent  of  the  reservists; 

•  Burden  on  spouses  and  increased  family  problems  are  men¬ 
tioned  by  20-30  percent; 
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Figure  S.l — Potential  Problems  for  Enlisted  Personnel  If  Called  Up,  1992 


•  The  loss  of  civilian  health  benefits  ranks  third,  mentioned  by 
one-fifth  of  the  reservists. 

•  Employer-related  concerns — problems  with  employers  when 
mobilized  and  returning,  getting  the  same  job  back,  damage  to 
business  practice,  problems  for  clients  and  patients — are  some¬ 
what  lower  down  on  the  list. 
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Figure  S.2 — Potential  Problems  for  Officers  If  Called  Up,  1992 


•  Potential  problems  during  mobilization  vary  markedly  among 
different  groups  of  reservists:  Self-employed  reservists  and  doc¬ 
tors  naturally  express  very  high  levels  of  concern  regarding  in¬ 
come  loss  and  damage  to  business  or  practice;  loss  of  civilian 
health  benefits  ranks  much  higher  among  pilots  than  any  other 
group;  family  problems  (burden  on  spouse,  problems  for  chil¬ 
dren,  etc.)  weigh  heavily  on  the  minds  of  those  with  families.  It  is 
important  to  be  aware  of  these  differences  when  mobilizing 
specific  groups  of  reservists. 
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Mobilized  and  Nonmobilized  Reservists 

Figures  S.3  and  S.4  rank  the  problems  reported  by  mobilized  and 
nonmobilized  enlisted  personnel  and  officers.  As  the  data  make 
clear,  mobilized  and  nonmobilized  reservists  do  not  have  drastically 
different  perceptions  of  problems  in  a  future  mobilization,  suggest¬ 
ing  that  reservists  have  relatively  accurate  perceptions  of  the  prob¬ 
lems  they  are  likely  to  face  if  called  up,  with  a  couple  of  exceptions. 
Nonmobilized  reservists  are  more  concerned  about  income  loss  and 
loss  of  civilian  health  care  benefits  than  are  mobilized  reservists, 
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Figure  S.3— Potential  Problems  for  Reservists  If  Called  Up:  Mobilized  and 
Nonmobilized  Enlisted  Personnel,  1992 
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Figure  S.4— Potential  Problems  for  Reservists  If  Called  Up;  Mobilized  and 
Nonmobilized  Officers,  1992 

suggesting  that  the  reality  was  not  as  bad  as  expected;  on  the  other 
hand,  mobilized  reservists  express  more  concern  about  marital  sta¬ 
bility  and  concern  for  children  in  future  mobilizations. 

CAVEATS 

This  report  is  a  simple  descriptive  analysis  of  changes  in  the  atti¬ 
tudes,  perceptions,  and  family  and  work  environments  of  reservists 
in  1986  and  1992.  Part  of  our  focus  in  this  report  was  on  differences 
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between  mobilized  and  nonmobilized  reservists  in  1992;  this  is  an 
important  addition,  given  that  these  data  provide  a  first  look  at  how 
mobilization  affects  family  life,  work  environments,  and  the  attitudes 
and  behavior  of  those  who  were  called  up. 

However,  there  are  two  main  caveats  that  must  be  kept  in  mind: 

•  Our  data  allow  us  to  make  inferences  regarding  the  effect  of 
ODS/S  on  reservists,  but  we  cannot  generalize  our  findings  to  fu¬ 
ture  mobilizations  that  might  be  very  different  from  ODS/S  in 
terms  of  magnitude,  duration,  or  popularity.  We  cannot  afford  to 
become  complacent  about  the  likely  effects  of  future  mobiliza¬ 
tions  on  the  reserves.  The  many  operations  in  which  reservists 
have  been  (and  continue  to  be)  used  since  ODS/S  need  to  be 
carefully  studied  to  gauge  the  likely  effects  of  different  types  of 
mobilizations.2 

•  It  is  difficult  to  assess  the  effect  of  increased  use  of  reservists  on 
reserve  retention  a  priori.  The  increased  chance  to  contribute  in 
meaningful  ways  to  real  operations  may  need  to  be  balanced 
against  the  increased  likelihood  of  conflicts  with  both  employers 
and  families.  In  addition,  as  the  nature  and  terms  of  the  reserve 
contract  are  seen  to  change,  it  is  difficult  to  predict  the  effect  on 
recruiting  for  similar  reasons.  Given  the  importance  of  the  re¬ 
serves  in  our  military  strategy,  it  is  essential  that  manpower 
planners  continue  to  monitor  these  indicators  and  to  be  proac¬ 
tive  in  forestalling  problems  in  both  areas. 


POLICY  IMPLICATIONS 

The  chief  concern  of  reservists  is  potential  economic  losses  if  they 
were  mobilized.  The  Department  has  considered  several  options  to 
address  this  issue  including  a  form  of  mobilization  insurance. 

Another  major  concern  is  the  loss  of  civilian  health  care  benefits.  Al¬ 
though  reserve  families  become  eligible  for  military  health  care  upon 
mobilization,  the  loss  of  civilian  benefits  can  cause  serious  problems 
in  the  continuity  and  transaction  costs  associated  with  medical  care. 


^There  is  a  study  currently  under  way  at  RAND  looking  at  this  question. 
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For  those  losing  civilian  benefits — a  large  group,  consisting  of  almost 
half  of  those  who  had  such  a  benefit  before  mobilization — the  bur¬ 
den  remains  on  the  family  to  work  out  issues  of  location  and  access, 
possible  transfer  of  medical  records,  and  obtaining  continuing  care 
for  chronic  conditions.  It  would  be  in  the  interest  of  families  and 
probably  the  reserve  forces  to  direct  efforts  at  maintaining  the  same 
civilian-provided  health  care  arrangements  for  families  when  re¬ 
servists  are  mobilized.  This  might  be  done  through  special  CHAM- 
PUS3  reimbursement  mechanisms  or  through  direct  payments  to 
families  or  employers  for  maintaining  civilian  health  care  benefits. 
However,  policies  would  have  to  be  shaped  so  that  employers  who 
maintain  coverage  do  not  shift  responsibility  to  the  government. 

Further  focus  on  family-oriented  programs  for  mobilized  reservists 
directed  at  support  of  spouses  and  children  seems  warranted.  The 
precipitous  shift  of  burdens  and  responsibilities  to  spouses  upon 
mobilization,  the  related  effects  on  children,  and  possible  risk  to 
marital  stability  might  be  alleviated  through  improved  access  to 
counseling  and  support  during  mobilization,  especially  during  the 
transition  periods,  which  are  likely  to  be  particularly  stressful. 

Educational  benefits  were  a  much  more  important  consideration  for 
younger  enlisted  personnel  in  1992  than  in  1986  and  may  prove  an 
important  drawing  card  for  the  reserves  in  the  future.  These  benefits 
appear  to  attract  higher-quality  enlistees  who  use  college  benefits 
while  serving  in  the  reserve;  in  general,  we  find  that  higher-quality 
recruits  appear  to  stay  longer  in  the  reserve  (Grissmer  and  Kirby, 
1988;  Kirby  and  Grissmer,  1993;  Buddin  and  Kirby,  1997).  However, 
the  question  of  whether  recruits  who  entered  primarily  to  obtain  the 
educational  benefits  rather  than  because  of  a  desire  to  serve  in  the 
reserve  are  likely  to  have  lower  retention  is  an  important,  although 
largely  unanswered,  one. 


^Civilian  Health  and  Medical  Program  of  the  Uniformed  Services. 
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AFR 

Air  Force  Reserve 

AGRs 

Active  Guard /Reservists 

ANG 

Air  National  Guard 

ARNG 

Army  National  Guard 

CHAMPUS 

Civilian  Health  and  Medical  Program  of  the 

Uniformed  Services 

DoD 

Department  of  Defense 

ETS 

End  of  Term  of  Service 

lADT 

Initial  Active  Duty  Training 

IMAs 

Individual  Mobilization  Augmentees 

MGR 

Marine  Corps  Reserve 

MFO 

Multinational  Force  and  Observers 

NR 

Naval  Reserve 

ODS/S 

Operation  Desert  Shield/Storm 

USAR 

United  States  Army  Reserve 

Chapter  One 

INTRODUCTION 


Although  the  Total  Force  Policy  placed  more  reliance  on  reserve 
forces,  it  was  not  until  Operation  Desert  Shield/Storm  (ODS/S)  that 
the  reality  of  that  reliance  was  made  apparent.  The  drawdown  of 
active  forces  since  ODS/S  has  shifted  even  more  reliance  onto 
reserve  forces. ^  This  reliance  is  evidenced  by  reserve  participation  in 
every  foreign  deployment  since  ODS/S.  For  instance,  since  1994, 
Reserve  Component  members  were  activated  or  volunteered  to 
support  Operation  Restore  Democracy  (Flaiti),  Provide  Promise  and 
Deny  Flight  (Bosnia),  Restore  Hope  (Somalia),  Southern  Watch 
(Southern  Iraq),  and  Provide  Comfort  (Northern  Iraq).^ 


lOn  April  7,  1995,  the  Secretary  of  Defense,  William  Perry,  in  a  memorandum  to  the 
services  and  the  Joint  Staff,  outlined  the  need  for  increased  use  of  reserve  forces  in  To¬ 
tal  Force  missions: 

As  the  Armed  Forces  of  the  U.S.  are  being  drawn  down  in  accordance  with 
our  National  Security  Strategy,  we  continue  to  ask  the  Active  components  to 
meet  increasingly  demanding  operational  requirements.  We  need  to  better 
leverage  our  National  Guard  and  Reserve  forces,  which  are  well  qualified  and 
capable  of  performing  some  of  these  missions.  In  the  Cold  War,  the  empha¬ 
sis  for  the  Active  components  was  on  fulfilling  operational  requirements,  and 
the  focus  for  the  Reserve  components  was  on  training  for  mobilization.  We 
need  to  reorient  our  thinking  and  plan  to  capitalize  on  Reserve  component 
capabilities  to  accomplish  operational  requirements  while  maintaining  their 
mission  readiness  for  overseas  and  domestic  operations  .... 

Increased  reliance  on  the  Reserve  components  is  prudent  and  necessary  in 
future  policy,  planning,  and  budget  decisions. 

^For  example,  the  Army  has  used  reserve  chaplains,  contract  and  environmental  law 
specialists,  automation  specialists,  biotechnology  experts,  pathologists,  and  marketing 
and  media  relations  experts  on  a  variety  of  occasions:  the  Navy  has  used  reservists  for 
dental  support  at  active  facilities,  telecommunications  support,  scientific  and  techni- 
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Before  ODS/S,  the  last  major  mobilization  of  reservists  occurred  al¬ 
most  50  years  ago  during  the  Korean  conflict.  Since  then,  there  have 
been  only  very  infrequent  call-ups  involving  small  numbers  of  re¬ 
servists  for  short  periods.  The  majority  of  personnel  serving  in  the 
reserve  forces  before  ODS/S  had  virtually  no  experience  with  a  re¬ 
serve  mobilization.  The  probability  of  being  mobilized  was  probably 
viewed  as  such  an  unlikely  and  remote  possibility  that  it  played  al¬ 
most  no  role  in  decisions  to  join  or  remain  in  the  reserve  forces.  The 
ODS/S  mobilization,  where  more  than  one  in  five  reservists  were 
mobilized,  definitely  changed  this  perception  and  potentially  has 
affected  the  decision  calculus. 

Understanding  how  mobilizations  of  reservists  affect  their  attitudes 
and  those  of  their  families  and  employers  is  important  for  at  least 
two  reasons.  First,  defense  policy  in  the  post-Cold  War,  post-draw- 
down  era  has  increased  reliance  on  reserve  forces,  and  practically 
any  overseas  involvement — from  small  scale  to  large  scale — will  in¬ 
volve  reserve  forces.  Since  there  was  little  experience  before  ODS/S 
in  mobilizing  reservists,  there  is  little  empirical  research  concerning 
the  effects  mobilizations  have  on  reservists’  attitudes  and  those  of 
their  employers  and  families.  Second,  as  our  earlier  research  has 
shown  (Griscmer,  Kirby,  and  Sze,  1992),  reservists'  decisions  to  stay 
in  the  reserve  are  critically  dependent  on  their  own  attitudes  and 
perceptions  and  those  of  employers  and  families.  If  mobilization— 
or  the  increased  likelihood  of  being  mobilized — changes  these 
attitudes,  then  retention  patterns  may  change  and  this  will  have  a 
significant  effect  on  the  type  and  characteristics  of  people  in  the 
reserve.  In  addition,  willingness  to  join  the  reserve  may  also  be 
affected,  leading  to  a  gradual  reshaping  of  the  force,  perhaps  in  ways 
unforeseen  by  manpower  planners. 

Changed  attitudes  and  perceptions  could  also  affect  reservists’ 
choices  of  occupations  and  units,  their  job  performance,  and  even¬ 
tually  the  readiness  of  units.  For  instance,  earlier  work  (Grissmer, 
Kirby,  and  Sze,  1995)  has  documented  extensive  economic  losses  for 
mobilized  reservists  as  a  result  of  ODS/S,  particularly  for  specific 
groups  such  as  health  care  personnel;  this  may  lead  to  future  short¬ 
ages  in  these  critical  areas. 


cal  research,  and  legal  assistance:  the  Air  Force  employs  reservists  to  provide  intelli¬ 
gence,  medical,  legal,  engineer,  and  public  affairs  support. 
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Tracking  and  comparing  attitudes  and  perceptions  of  mobilized  and 
nonmobilized  reservists  may  prove  helpful  in  preparing  for  future 
mobilizations,  ensuring  unit  readiness,  and  forestalling  potential 
problems.  For  example,  individuals  who  were  mobilized  may  bring 
back  different  attitudes  toward  their  own  unit's  readiness,  and  a  dif¬ 
ferent  set  of  perceptions  about  what  factors  are  important  in  main¬ 
taining  readiness.  Although  these  data  represent  reservists'  percep¬ 
tions  about  unit  readiness,  rather  than  objective  measures  of  actual 
unit  readiness,  they  can,  nonetheless,  provide  useful  information 
about  the  confidence  reservists  have  in  their  unit's  ability  to  perform 
its  assigned  mission  and  what  they  perceive  to  be  lacking  or  potential 
problems. 

It  should  be  emphasized  that  the  effects  of  mobilization  can  poten¬ 
tially  be  either  positive  or  negative.  The  experience  of  being  mobi¬ 
lized  may  well  enhance  unit  cohesion  and  foster  a  sense  of  pride  and 
belonging  that  may  prove  invaluable  in  readiness.  A  popular  mobi¬ 
lization,  such  as  ODS/S,  may  increase  family  and  employer  support 
and  so  increase  retention;  however,  this  effect  is  likely  to  be  heavily 
dependent  on  the  circumstances,  length,  and  frequency  of  mobiliza¬ 
tion.  So  our  results  for  ODS/S  may  not  be  generalizable  to  conflicts 
and  mobilizations  with  different  characteristics  and  it  is  important  to 
be  aware  of  the  limitations  of  the  analysis. 

This  report  is  an  initial  empirical  investigation  of  whether  and  how 
the  perceptions  of  reservists  have  changed  over  time  and  whether 
the  experience  of  mobilization  affected  reservists'  own  attitudes  and 
home  and  work  environments  in  important  ways. 

It  is  important  to  be  clear  about  what  this  report  does  and  does  not 
do.  It  is  a  simple  comparative  analysis  of  the  changes  between  1986 
and  1992  in  attitudes  and  perceptions  of  reservists  regarding  their 
reserve  participation,  unit  readiness,  and  family  and  work 
environments.  We  hypothesize  that  any  changes  are  likely  to  have 
been  caused  primarily  by  ODS/S  and  perhaps  to  a  lesser  extent  by 
the  drawdown  attendant  on  the  end  of  the  Cold  War,  but  we  do  not 
explicitly  test  these  hypotheses  in  a  multivariate  framework.  The 
purpose  of  this  report  is  to  determine  if  attitudes  have  changed 
between  1986  and  1992  and  whether  there  are  differences  between 
mobilized  and  nonmobilized  reservists  to  determine  the  need  for 
and  feasibility  of  a  more  detailed,  more  analytical  report.  For  policy 


4  Costs  and  Benefits  of  Reserve  Participation 


purposes,  it  is  useful  to  measure  changing  attitudes  regardless  of 
causes. 

In  addition,  we  look  at  potential  problems  facing  reservists  during 
mobilizations,  as  reported  in  the  survey.  The  experiential  data  gath¬ 
ered  from  mobilized  reservists  are  likely  to  prove  a  rich  source  of  in¬ 
formation  regarding  such  problems  and  their  relative  importance. 

These  results  can  help  policymakers  establish  improved  personnel 
and  mobilization  policies  based  on  the  experience  of  ODS/S  and  an¬ 
ticipate  problems  and  changing  attitudes  resulting  from  future  mo¬ 
bilization.  Such  information  could  be  crucial  in  determining 
whether  new  or  stronger  policies  are  needed  to  protect  reservists 
(from  income  losses,  loss  of  benefits,  employer  and  family  problems) 
during  periods  of  mobilization  and  in  foreshadowing  potential 
problems  that  might  be  associated  with  a  policy  of  increased  reserve 
use. 

DATA 

The  1986  Reserve  Components  Survey  is  one  in  a  series  of  periodic 
surveys  of  officers  and  enlisted  personnel  conducted  by  the  Depart¬ 
ment  of  Defense  (DoD)  to  collect  information  on  the  morale,  per¬ 
ceptions,  and  civilian  characteristics  of  reservists.  It  was  fielded  in 
the  spring  of  1986  and  the  survey  population  consisted  of  officer  and 
enlisted  personnel  who  were  attending  drills,  thus  excluding  non¬ 
prior-service  personnel  at  Initial  Active  Duty  Training  (lADT).  The 
basic  stratification  variable  was  the  Reserve  Component.  Within 
each  component,  personnel  were  classified  by  reserve  category  (unit 
members.  Individual  Mobilization  Augmentees  (IMAs),  military 
technicians,  and  full-time  support  personnel).  In  most  strata,  the 
survey  design  provided  for  a  10  percent  sample.  The  adjusted  re¬ 
sponse  rate  was  60  percent  for  enlisted  personnel  and  76  percent  for 
officers.  However,  for  this  report,  we  did  not  reanalyze  the  1986  data 
but  depended  instead  on  published  data  reported  in  Grissmer,  Bud- 
din,  and  Kirby  (1989).  The  1989  analysis  was  limited  to  part-time  re¬ 
servists,  which  included  unit  members  and  IMAs. 

The  1992  DoD  Reserve  Components  Survey,  which  forms  the  main 
focus  of  this  report,  is  another  in  the  series  of  periodic  surveys  of  re¬ 
serve  personnel.  The  1992  survey  sample  was  drawn  from  the  De- 
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cember  1991  reserve  population  and  was  updated  with  current  ad¬ 
dresses  and  pay  grade  as  of  March  1992.^  The  survey  was  in  the  field 
from  October  1992  through  late  1993;  as  a  result,  the  eligible  popula¬ 
tion  was  redefined  to  include  only  those  reservists  who  were  in  the 
reserve  in  both  December  1991  and  October  1992.  The  sampling  rate 
was  0.08  of  the  total  population,  which  resulted  in  an  eligible  sample 
size  of  a  little  over  72,000.  The  overall  (adjusted)  response  rate  was 
50  percent.  For  details  of  the  sample  design,  the  weighting  proce¬ 
dure,  and  nonresponse,  see  Appendix  A.  To  be  consistent  with  the 
1989  report,  we  limited  the  analysis  to  part-time  reservists  only 
(again,  unit  members  and  IMAs);^  further,  for  some  of  the  analyses, 
we  omitted  E-ls  and  E-2s  and  0-7s  and  0-8s,  as  was  done  with  the 
1986  analyses  reported  in  Grissmer,  Buddin,  and  Kirby  (1989).  We 
excluded  the  former  because  they  are  generally  too  new  to  the  re¬ 
serve  to  provide  credible  or  thoughtful  answers  to  many  of  the  survey 
questions;  in  addition,  they  had  by  far  the  largest  nonresponse  rates. 
The  senior  officers  were  excluded  because  of  their  very  small  sample 
size  (an  unweighted  count  of  63  in  the  1992  final  sample).  The  final 
respondent  sample  size  was  around  32,000  reservists. 

In  addition,  reservists  were  asked  whether  they  were  mobilized  for 
ODS/S.  This  allowed  us  to  categorize  reservists  as  mobilized  or 
nonmobilized  and  to  examine  differences  between  them  not  only  in 
their  perceptions  and  attitudes  about  the  reserve,  family,  and  work 
environment  but  also  in  their  rankings  of  potential  problems  they 


^The  sample  excluded  those  who  either  left  or  entered  the  reserve  between  December 

1991  and  March  1992. 

^The  1992  reserve  sample  consists  of  both  a  longitudinal  component  and  a  members' 
component.  The  longitudinal  component  is  drawn  from  the  sample  of  reservists 
sampled  in  1986;  the  members'  sample  is  a  stratified  random  sample  drawn  from  the 

1992  frame  a/ter  excluding  the  1986  sample  reservists.  Rizzo  et  al.  (1995)  point  out  that 
the  design  can  be  viewed  in  two  ways:  (a)  The  1986  sample  group  can  be  viewed  as  a 
fixed  portion  of  the  1992  population,  in  which  case  “the  two  components  are  samples 
from  two  mutually  exclusive  and  exhaustive  strata"  (p.  B-9);  or  (b)  it  can  be  viewed  as  a 
double  sample  process  in  which  we  draw  a  sample  in  1986  from  all  1986  reservists  and 
then  draw  a  second  sample  from  the  1986  sample  members  still  in  the  Selected  Re¬ 
serve  in  1992  for  the  longitudinal  component;  the  members’  component  is  then  drawn 
from  the  remainder  of  the  1992  reserve  population.  In  any  case,  it  seems  clear  that  we 
need  to  include  both  the  longitudinal  component  and  the  unit  member  samples  to 
draw  inferences  about  the  1992  reserve  population.  We  use  the  full  sample  for  the 
analyses  presented  here  because  we  were  interested  in  more  than  just  comparisons 
between  the  1986  and  1992  samples. 
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would  face  if  called  up.  What  makes  the  latter  particularly  interesting 
is  that  for  one  group,  these  rankings  are  based  on  experience, 
whereas  for  the  other,  they  are  based  on  judgment. 


ORGANIZATION  OF  THE  REPORT 

The  second  chapter  provides  a  brief  profile  of  the  Selected  Reserve  in 
1986  and  1992.  The  third  chapter  compares  the  attitudes  of  re¬ 
servists,  their  families,  and  their  employers  in  1986  and  1992  on  a 
variety  of  measures  previously  shown  to  be  related  to  retention 
behavor.  The  focus  here  is  on  the  costs  and  benefits  of  reserve 
participation  and  whether  and  how  these  may  have  changed  from 
1986  to  1992.  The  fourth  chapter  analyzes  differences  between 
mobilized  and  nonmobilized  reservists  along  the  same  dimensions. 

The  focus  thus  far  is  on  individual  circumstances.  The  fifth  and  sixth 
chapters  examine  unit  readiness:  (a)  whether  perceptions  of  unit 
readiness  have  changed  from  1986  to  1992  and  in  what  direction;  and 
(b)  whether  mobilized  and  nonmobilized  reservists  rate  their  units 
differently. 

The  seventh  chapter  presents  perceptions  of  problems  for  future 
mobilizations  and  differences  in  these  perceptions  for  mobilized  and 
nonmobilized  reservists.  Chapter  Eight  presents  conclusions. 


Chapter  Two 

A  PROFILE  OF  THE  SELECTED  RESERVE^ 

FY86ANDFY92 


BACKGROUND 

The  main  purpose  of  this  report  is  to  compare  the  environment 
facing  Selected  Reservists  in  1986  and  1992.  The  major  change  that 
occurred  during  this  time  period  that  could  explain  the  attitudes  and 
perceptions  of  reservists  in  this  period  is  Operation  Desert  Shield/ 
Storm  (ODS/S).i  ODS/S  was  the  first  large-scale  mobilization  of 
reservists  since  the  Korean  war.  Approximately  250,000  of  the  1.1 
million  reservists  were  mobilized  for  ODS/S  and  most  served  for  5-6 
months  between  August  1990  and  March  1991. 

However,  before  we  can  reasonably  attribute  observed  changes  in 
attitudes  and  perceptions  to  the  ODS/S  experience,  we  need  to  make 
sure  that  the  characteristics  of  reservists  remained  stable  from  1986 
to  1992.  If  they  did  not,  then  some  of  these  changed  characteristics 
might  well  account  for  the  changes  in  attitudes. 


A  PROFILE  OF  THE  SELECTED  RESERVE,  FY86  AND  FY92 

The  Selected  Reserve  forces  have  grown  somewhat  larger  since  1986. 
By  the  end  of  FY92,  the  endstrength  stood  at  about  1.1  million,  an 


Hhe  end  of  the  Cold  War  occurred  in  this  period  also.  However,  the  downsizing  of  the 
forces  as  a  result  of  this  did  not  start  until  FY94— and  Selected  Reserve  downsizing  was 
less  than  for  active  forces.  Yet,  it  is  possible  that  the  anticipated  changes  in  force  sizes 
and  possible  downsizing  were  present  as  early  as  1991/1992. 
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increase  of  approximately  5  percent  since  1986.  However,  there  has 
been  no  dramatic  shift  in  each  component's  share  of  the  force 
(Figure  2.1). 

The  FY92  force  is  more  experienced  than  the  FY86  force,  as  Figures 
2.2  and  2.3  show.  The  proportion  of  nonprior-service  recruits 
(approximated  by  those  with  0-2  years  of  service)  is  considerably 
lower  in  FY92  than  in  FY86  whereas  the  proportion  of  those  with  20 
years  of  service  or  more  is  considerably  higher.  High  retention  rates 
among  reserve  personnel  are  the  primary  reason;  this  reduces 
turnover  and  the  demand  for  new  nonprior-service  accessions.  This 
is  true  among  both  enlisted  personnel  and  officers. 

Figures  2.4  and  2.5  present  the  rank  distribution  of  enlisted 
personnel  and  officers  for  the  two  years.  Reflecting  the  greater 
experience  of  the  force  in  FY92,  we  find  a  much  larger  proportion  of 
mid-career  and  senior  enlisted  people  (E-4  through  E-8)  in  the  FY92 
force  compared  with  the  FY86  force,  with  corresponding  reductions 
in  the  proportions  of  junior  paygrades.  This  trend  reflects  higher 
retention,  lower  levels  of  nonprior-service  accessions,  and  somewhat 
higher  levels  of  prior-service  accessions  who  enter  the  reserve  after 
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Figure  2.1 — Selected  Reserve  Endstrength  by  Component, 
FY86  and  FY92 
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Figure  2.2 — Distribution  of  Enlisted  Personnel  by  Years  of  Service, 
FY86  and  FY92 
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Figure  2.3 — Distribution  of  Officers  by  Years  of  Service, 
FY86  and  FY92 
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Figure  2.4 — Percentage  of  Enlisted  by  Paygrade,  FY86  and  FY92 


Figure  2.5— Percentage  of  Officers  by  Rank,  FY86  and  FY92 
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leaving  active  service,  generally  with  from  4-10  years  of  service.  The 
trends  among  officers  are  a  little  less  clear-cut— we  also  see  a  large 
decline  in  the  proportion  of  0-ls,  a  rise  in  the  proportion  of  0-2s,  O- 
3s,  and  0-5s  (but  a  puzzling,  though  small,  decline  in  the  proportion 
of  0-4s),  and  no  change  among  0-6s.  These  trends  at  least  partly 
reflect  lower  levels  of  officer  accessions  and  perhaps  changed 
promotion  policies  between  ranks. 

DEMOGRAPHIC  CHARACTERISTICS  OF  THE  SELECTED 
RESERVE,  FY86  AND  FY92 

Given  the  data  above,  it  is  not  surprising  to  find  that  the  FY92  force  is 
much  older  than  the  FY86  force.  This  is  seen  in  the  decline  in  the 
proportion  of  those  younger  than  25  years  and  the  increase  in  the 
proportion  of  those  40  years  and  older  (Figures  2.6  and  2.7). 

There  have  been  some  modest  shifts  in  the  other  demographic 
characteristics  of  those  serving  in  the  Selected  Reserve  during  this 
period.  The  proportion  of  women  in  both  the  officer  and  enlisted 
force  has  increased  slightly  from  1986  to  1992.  However,  there  is  no 
difference  in  the  proportion  of  married  reservists  in  the  Selected 
Reserve  between  1986  and  1992  (Figure  2.8). 
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Figure  2.6 — Distribution  of  Enlisted  Personnel  by  Age,  FY86  and  FY92 
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Figure  2.7 — Distribution  of  Officers  by  Age,  FY86  and  FY92 
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Figure  2.8— Percentage  of  Women  and  Married  Reservists  Among  Officer 
and  Enlisted  Personnel,  FY86  and  FY92 
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The  quality  of  both  enlisted  personnel  and  officers  has  improved 
significantly  over  this  time  period. 

The  quality  of  the  enlisted  force  has  been  trending  upward  as  shown 
by  the  percentage  of  enlistees  having  a  high  school  diploma  and 
scoring  in  the  upper  third  of  the  Armed  Forces  Qualifying  Test 
distribution  (Category  I  and  II).  The  percentage  of  enlisted 
personnel  who  are  high  school  graduates  has  increased  by  1-10 
percent  depending  on  component,  with  the  USAR  and  MCR 
experiencing  the  largest  gains  (Figure  2.9).  The  percentage  of 
enlisted  personnel  in  Category  I-II  has  increased  from  38  to  43 
percent  (Figure  2.10),  with  the  Marine  Corps  Reserve  showing  a 
dramatic  rise  of  almost  14  percent.^ 
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Figure  2.9-— Percentage  of  Selected  Reserve  Enlisted  Personnel  Who  Are 
High  School  Graduates  by  Component,  FY86  and  FY92 


^Cases  with  missing  data  were  omitted  from  the  calculations.  Although  all 
components  were  missing  some  level  of  data  on  aptitude  scores,  the  ARNG,  NR,  and 
MCR  had  fairly  large  proportions  of  cases  with  missing  data.  These  are  reported  as  a 
note  in  Figure  2.13. 
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310  percent  of  1986  sample  and  19  percent  of  1992  sample  were  missing  data. 
^36  percent  of  1986  sample  and  33  percent  of  1992  sample  were  missing  data. 
Cl  3  percent  of  1986  sample  and  21  percent  of  1992  sample  were  missing  data. 


Figure  2.10 — Percentage  of  Selected  Reserve  Enlisted  Personnel  in  Higher 
Aptitude  Groups  by  Component,  FY86  and  FY92 


Perhaps  the  most  significant  change  for  officers  is  the  marked 
increase  in  the  percentage  holding  college  degrees  (Figure  2.11). 
Overall,  75  percent  of  officers  in  1992  were  college  graduates 
compared  with  67  percent  in  1986.  The  improvement  is  reflected 
across  each  component,  with  the  ARNG,  NR,  and  MGR  showing  the 
largest  improvements.  The  low  percentage  of  degree-holders  in  the 
National  Guard  in  1986  reflected  mainly  their  heavy  dependence  on 
officer  accessions  through  the  state  officer  programs,  which  did  not 
require  college  degrees  for  entrance.  The  improvement  reflects 
changing  entrance  standards  for  officers  into  these  state  programs  as 
well  as  new  policies  requiring  college  degrees  to  achieve  promotions 
to  higher  ranks  in  the  reserve. 
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Figure  2.1 1 — Percentage  of  Selected  Reserve  Officers  with  College  Degrees 
by  Component,  FY86  and  FY92 


SUMMARY 

Judging  by  these  indicators,  the  Selected  Reserve  has  become 
increasingly  senior  and  more  experienced  from  FY86  to  FY92.  In 
addition,  the  quality  of  the  force  has  also  improved  significantly  and 
there  has  been  a  small  increase  in  the  minority  representation  of  the 
force.  These  changes  need  to  be  kept  in  mind  when  we  examine 
differences  in  the  attitudes  and  perceptions  of  reservists  in  the  two 
surveys. 


Chapter  Three 


COSTS  AND  BENEFITS  OF  RESERVE  PARTICIPATION 
AND  THEIR  EFFECT  ON  RETENTION  DECISIONS: 

1986  AND  1992 


This  chapter  examines  evidence  concerning  changes  in  selected 
monetary  and  nonmonetary  costs  and  benefits  of  reserve  service  and 
their  effect  on  the  decision  to  stay  in  the  reserve. 

An  earlier  report  (Grissmer,  Buddin,  and  Kirby,  1989)  outlined  in 
some  detail  the  costs  and  benefits  of  reserve  participation,  pointing 
out  that  reservists  tend  to  join  and  stay  in  the  reserve  as  long  as  the 
long-term  monetary  and  nonmonetary  benefits  of  reserve  service  ex¬ 
ceed  the  monetary  and  nonmonetary  opportunity  costs  associated 
with  alternative  uses  of  their  time.  However,  this  analysis  did  not 
take  account  of  the  effects  of  mobilization.  Before  ODS/S,  few  re¬ 
servists  currently  in  the  force  had  experienced  mobilization  and  thus 
would  not  have  been  able  to  accurately  include  a  mobilization's 
effects  on  their  retention  decision.  If  reservists  are  likely  to  be  called 
up  more  frequently  or  for  longer  periods  of  time,  this  calculus  may 
well  change  and  might  potentially  cause  changing  recruiting  or  re¬ 
tention  behavior. 

The  costs  and  benefits  of  reserve  service  affecting  retention  decisions 
are  primarily  determined  by  a  number  of  factors  related  to  tbe  fol¬ 
lowing  (Grissmer,  Kirby  and  Sze,  1992;  Marquis  and  Kirby,  1989; 
Grissmer,  Buddin  and  Kirby,  1989;  Grissmer,  Doering,  and  Sachar, 
1982;  Burright,  Grissmer,  and  Doering,  1982): 
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•  Characteristics  of  the  reserve  job:  motivation  for  reserve  service, 
reserve  pay,  years  of  service,  paygrade,  component,  type  of  unit, 
satisfaction  with  pay,  training,  and  unit; 

•  Characteristics  of  the  civilian  job:  employment  status,  type  of 
employer,  pay,  whether  reservists  receive  partial/full/no  civilian 
pay  during  annual  training,  availability  of  overtime  and  oppor¬ 
tunity  to  earn  overtime  pay,  and  employer  attitude  toward  re¬ 
serve  service; 

•  Family  support:  employment  status  of  spouse,  presence  of  de¬ 
pendents,  family  problems  due  to  reserve  service,  and  spouse 
attitude  toward  reserve  service;  and 

•  Characteristics  of  the  individual  reservist:  age,  race/ ethnicity, 
gender,  and  education. 

Here,  we  show  evidence  on  a  more  limited  subset  of  variables  for  two 
reasons:  (a)  the  primary  purpose  of  this  study  is  to  examine  the  cir¬ 
cumstances  and  environments  (family,  work,  and  reserve  service)  of 
reservists  in  1992  and  to  the  extent  possible  show  how  these  have 
changed  since  1986;  our  intention  here  is  estimation  of  a  multi¬ 
variate  reenlistment/retention  model  because  that  is  the  subject  of  a 
forthcoming  report;  and  (b)  we  compare  data  from  the  1992  survey 
with  already  published  data  from  the  1986  survey,  reported  in  Griss- 
mer,  Buddin,  and  Kirby  (1989).  Thus  we  are  limited  to  the  set  of  pre¬ 
viously  published  variables  (although  these  are  quite  extensive  and 
include  all  the  major  factors). ^ 

The  comparisons  are  based  on  weighted  proportions  in  all  cases  rep¬ 
resenting  the  1992  and  1986  reserve  part-time  inventories.  Full-time 
reservists  (military  technicians  and  AGRs)  were  omitted  from  the 
analyses  because  they  are  full-time  civilian  employees  of  the  military 
and  their  circumstances  and  perceptions  are  likely  to  be  quite  differ¬ 
ent  from  those  of  part-time  reservists. 


For  example,  our  previous  research  (Grissmer,  Kirby,  and  Sze,  1992)  showed  that 
paygrade,  years  of  service,  satisfaction  with  unit/reserve,  presence  of  dependents,  and 
spouse  and  employer  attitudes  were  all  significantly  related  to  the  probability  of  reen¬ 
listment  of  enlisted  reservists  making  first-term  and  mid-career  reenlistment  deci¬ 
sions.  We  examine  all  these  variables  here.  As  mentioned,  we  are  currently  estimating 
a  multivariate  model  of  reenlistment  that  will  take  into  account  the  factors  listed 
above. 
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The  sections  below  examine,  in  turn,  the  motivation  for  reserve  ser¬ 
vice  and  overall  satisfaction  with  reserve  participation,  some  charac¬ 
teristics  of  reservists'  civilian  jobs,  and  evidence  on  family  support.  A 
final  section  presents  some  simple  statistics  on  reenlistment/ 
retention  behavior. 

Most  of  the  data  are  disaggregated  by  paygrade;  this  allows  us  to  ex¬ 
amine  differences  within  each  group  and  also  partially  controls  for 
the  more  senior,  more  experienced  force  in  1992.  However,  the  sheer 
volume  of  the  data  makes  these  tables  cumbersome  to  read  and  di¬ 
gest;  as  a  result,  we  show  only  totals  in  the  main  text.  The  complete 
tables  are  given  in  Appendix  B.  The  discussion,  however,  reflects  the 
changes  both  in  totals  as  well  as  within  the  subgroups. 

MOTIVATION  FOR  RESERVE  PARTICIPATION 

An  indication  of  the  relative  importance  of  factors  in  the  retention 
decisions  of  reservists  is  given  in  Figures  3.1  and  3.2  (see  also  Table 
B.l),  which  show  the  percent  of  enlisted  personnel  and  officers  who 
rated  each  factor  as  being  of  major  or  moderate  importance  in  the 
decision  to  participate/stay  in  the  Guard/ Reserve. 

The  general  pattern  across  the  two  surveys  in  terms  of  relative  rank¬ 
ing  of  the  factors  important  to  retention  is  similar,  but  there  are  some 
potentially  significant  changes. ^ 

•  Three  reasons  rank  far  above  most  other  reasons  for  staying  and 
are  mentioned  by  50  percent  or  more  of  reservists  as  major  con¬ 
tributors  to  staying:  retirement  benefits,  pride  in  accomplish¬ 
ment,  and  service  to  country.  In  all  three  cases,  the  proportions 
citing  these  as  important  are  much  higher  for  senior  enlisted  per¬ 
sonnel  and  this  is  particularly  true  in  the  case  of  retirement 
benefits  (see  Appendix  B). 


^In  many  of  the  survey  comparisons,  we  do  not  include  tests  of  whether  differences 
are  statistically  significant.  The  large  sample  sizes  of  the  surveys  make  almost  all 
comparisons  statistically  significant,  certainly  at  the  aggregate  level,  and  generally  at 
the  component  level.  However,  statistical  significance  does  not  equate  to  substantive 
significance  and  we  focus  on  those  differences  that  might  affect  policy.  For  some 
comparisons  (as,  for  example,  between  mobilized  and  nonmobilized  reservist  sub¬ 
groups  for  which  sample  sizes  are  smaller),  we  do  carry  out  simple  tests  of  differences 
between  population  proportions  where  appropriate. 
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Needed  the  money  for 
basic  family  expenses 

Wanted  extra  money  to 
use  now 

Saving  income  for  the 
future 

Using  education 
benefits 

Obtaining  training  skills  that 
would  help  get  civilian  job 

Getting  credit  toward 
Guard/Reserve  retirement 

Serving  the 
country 

Serving  with  the  people  in 
the  unit 

Promotion 

opportunities 

Opportunity  to  use  military 
equipment 

Challenge  of  military 
training 

Travel/“get  away” 
opportunities 

Just  enjoy  the 
Guard/Reserve 

Pride  in  my  accomplishments 
in  the  Guard/Reserve 


Question;  How  much  have  each  of  the  following  contributed  to  your 
most  recent  decision  to  stay  in  the  Guard/Reserve? 

SOURCE:  1992  Reserve  Components  Survey,  0.30;  1986  Reserve 
Components  Survey,  Q.26. 

Figure  3.1— Enlisted  Personnel:  Motivation  for  Reserve  Service, 
1986  and  1992 
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Question:  How  much  have  each  of  the  following  contributed  to  your 
most  recent  decision  to  stay  in  the  Guard/Reserve? 

SOURCE:  1992  Reserve  Components  Survey,  Q.30;  1986  Reserve 
Components  Survey,  Q.26. 
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Figure  3.2 — Officers:  Motivation  for  Reserve  Service, 
1986  and  1992 
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•  Interesting  changes  have  occurred  in  the  mention  of  these  three 
reasons  between  1986  and  1992.  For  officers,  pride  in  accom¬ 
plishment  and  serving  the  country  has  increased  markedly  at  al¬ 
most  all  ranks,  whereas  retirement  as  a  reason  for  reenlistment 
has  stayed  the  same.  However,  for  the  enlisted,  the  pattern  is 
somewhat  different.  Service  to  country  increased  only  slightly, 
whereas  pride  in  accomplishment  actually  declined.  The  impor¬ 
tance  of  retirement  benefits  declined  significantly  for  enlisted 
personnel.  Both  of  the  declines  (service  to  country  and  retire¬ 
ment  benefits)  were  confined  mainly  to  E-3  and  E-4  personnel. 

•  In  1986,  the  three  next  most  important  reasons  cited  by  nearly 
one-third  of  personnel  as  major  contributors  to  staying  in  the  re¬ 
serve  were  serving  with  people  in  the  unit,  "just  enjoy  the  re¬ 
serve,”  and  current  income  needs.  A  large,  potentially  significant 
decline  has  occurred  in  the  importance  both  officer  and  enlisted 
personnel  attach  to  current  income  needs.  This  decline  appears 
across  nearly  all  grades. 

•  Another  disparity  appears  between  officer  and  enlisted  in  the 
direction  of  shift  of  “just  enjoy  the  reserve”  and  "serving  with 
people  in  the  unit.”  For  enlisted  personnel,  each  of  these  de¬ 
clined  in  importance — mainly  for  E-3  and  E-4  personnel.  For  of¬ 
ficers,  these  reasons  either  remained  stable  or  increased  in  im¬ 
portance. 

•  A  major  change  between  the  two  surveys  is  the  importance  of 
education  benefits  in  the  decision  to  stay.  Formerly,  only  16  per¬ 
cent  of  the  enlisted  personnel  cited  this  as  a  major  contributor. 
In  the  1992  survey,  it  increased  to  28  percent:  an  increase  of  12 
percentage  points.  For  officers,  small  increases  occurred.  Not 
surprisingly,  the  increases  are  much  larger  for  lower  grades.  This 
is  probably  a  result  of  the  new  educational  benefits  program  en¬ 
acted  in  1985,  which  appears  to  have  attracted  college-bound 
students.  This  may  also  help  explain  the  lower  importance  of 
current  income  needs,  retirement,  importance  of  serving  the 
country,  and  serving  with  people  in  the  unit  for  junior  enlisted. 
These  individuals  are  oriented  to  finishing  college  and  probably 
do  not  plan  on  reserve  careers  or  staying  with  the  unit  beyond 
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the  current  term.  This  underscores  the  importance  of  education 
benefits  as  a  recruiting  tool  for  nonprior-service  reservists  and  its 
negative  effect  on  retention  past  the  first  term. 

•  Promotions,  challenge  of  military  training,  and  “getting  away” 
were  mentioned  by  between  one-fifth  and  one-third  of  the  re¬ 
servists.  The  importance  of  these  seems  to  have  declined  slightly 
over  time.  The  decline  is  particularly  marked  among  junior  en¬ 
listed  personnel. 

•  Most  of  the  other  factors  remained  quite  stable  over  the  period  of 
the  two  surveys. 

Overall,  we  can  conclude  that  the  motivation  for  participating  and 
staying  in  the  reserve  appears  to  have  shifted  somewhat — with  less 
emphasis  on  immediate  compensation  and  promotion  and  a  greater 
emphasis  on  educational  benefits.  For  officers,  patriotic  and  job 
satisfaction  motives  increased  modestly,  whereas  for  enlisted  per¬ 
sonnel,  these  motives  were  stable  or  declined  slightly.  The  largest 
shifts  are  among  junior  enlisted  personnel  who  appear  to  be  much 
more  motivated  by  educational  benefits  and  much  less  by  motiva¬ 
tions  connected  with  long-term  service  in  the  reserve  forces. 

GENERAL  SATISFACTION  WITH  RESERVE  SERVICE 

Additional  survey  questions  deal  with  overall  satisfaction  with  two 
aspects  of  reserve  service:  military  pay  and  allowances  and  oppor¬ 
tunities  for  (military)  education  and  training  (Figure  3.3;  see  also 
Table  B.2).  Although  levels  of  dissatisf^tion  are  not  high,  these  lev¬ 
els  have  risen  in  each  category  from  1986  to  1992.  Among  the  en¬ 
listed,  dissatisfaction  with  military  pay  and  allowances  rose  from  13 
to  18  percent  and  dissatisfaction  with  opportunities  for  (military)  ed¬ 
ucation  and  training  rose  from  20  to  22  percent.  Officers  are  more 
satisfied  with  pay  and  allowances  in  both  surveys,  but  even  among 
them  we  find  an  increase  in  dissatisfaction  with  opportunities  for 
military  education  and  training.  In  both  officer  and  enlisted  ranks, 
dissatisfaction  is  much  higher  among  lower- ranking  personnel— per¬ 
haps  due  to  self- selection. 
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CHARACTERISTICS  OF  CIVILIAN  JOBS 

Some  of  the  key  factors  determining  whether  reservists  join  and 
reenlist  are  related  to  their  labor-force  participation  and  the  charac¬ 
teristics  of  their  civilian  jobs.  Reserve  service  has  the  potential  to 
conflict  with  several  aspects  of  civilian  activities.  First,  the  time  re¬ 
quired  for  reserve  service  often  conflicts  with  the  time  demand  of 
their  civilian  job.  Second,  reserve  service  can  sometimes  reduce  the 
opportunity  for  advancement  and  overtime  work  on  the  civilian  job. 
Third,  reserve  service  can  cause  strained  relations  and  conflicts  be¬ 
tween  reservists  and  their  civilian  supervisors.  We  contrast  several 
variables  from  the  1986  and  1992  surveys  to  determine  if  the  civilian 
labor-force  activities  and  civilian  job  characteristics  for  reservists 
have  changed  in  significant  ways. 
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Military  Opportunities  Military  Opportunities 

pay  and  for  education/  pay  and  for  education/ 

allowances  training  allowances  training 


Figure  3.3 — Dissatisfaction  with  Reserve  Pay  and  Training, 
1986  and  1992 
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CIVILIAN  LABOR-FORCE  ACTIVITY  AND  CIVILIAN 
EMPLOYER 

The  labor-force  status  of  reservists  in  1986  and  1992  is  shown  in 
Table  3.1.  The  overwhelming  majority  of  reservists  are  employed 
either  full-time  or  part-time  in  the  civilian  sector.  Another  3-6  per¬ 
cent  are  self-employed.  A  small  proportion  of  both  officers  and  en¬ 
listed  are  not  in  the  labor  force  (they  are  retired,  homemakers,  or  in 
school)  and  another  small  proportion  are  unemployed  and  actively 
looking  for  work.  The  labor-force  status  has  changed  in  two  ways: 
(a)  a  somewhat  larger  proportion  of  both  officer  and  enlisted  re¬ 
servists  are  not  in  the  labor  force;  and  (b)  a  small  but  significant  shift 
of  enlisted  personnel  from  full-time  to  part-time  work  can  be  seen. 
These  shifts  are  partially  related  to  two  factors:  the  larger  numbers  of 
college  students  in  the  enlisted  ranks  and  the  somewhat  higher 
number  of  women  in  the  officer  ranks.  Both  of  these  groups  are 
more  likely  to  have  part-time  jobs  or  to  be  out  of  the  labor  force. 
Also,  the  reserve  forces  initiated  a  college  tuition  program  in  1985, 
which  provides  significant  payments  for  college  tuition  and  ex¬ 
penses,  and  this  program  has  probably  attracted  more  college  stu¬ 
dents  into  the  enlisted  ranks.  This  increased  participation  from  col¬ 
lege  students  may  also  help  explain  the  higher  aptitude  levels  of 
junior  enlisted. 


Table  3.1 


Employment  Status  of  Part-Time  Reserve  Members,  1986  and  1992 


Civilian  Employment 
Status 

Percent  of  Total 

Enlisted 

Officers 

1986 

Survey 

1992 

Survey 

1986 

Survey 

1992 

Survey 

Working  full-time 

73 

69 

80 

79 

Working  part-time 

10 

12 

6 

5 

Self-employed 

3 

3 

7 

6 

Unemployed 

7 

6 

2 

2 

Not  in  labor  force 

6 

11 

5 

7 

SOURCE:  1992  Reserve  Components  Survey,  Q.106B-106L:  1986  Reserve 
Components  Survey,  Q.3,  Q.93M. 
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Table  3.2  shows  the  distribution  of  all  employed  reservists  by  type  of 
employer  for  both  1986  and  1992.  Again,  the  distributions  are  re¬ 
markably  similar.  Thirty  percent  of  part-time  enlisted  reservists  and 
40  percent  of  officers  work  in  the  public  sector.  There  has  been  a 
slight  increase  in  the  number  of  officers  working  for  the  federal  gov¬ 
ernment.  Perhaps  more  significantly,  there  has  been  a  decline  in  the 
proportion  of  self-employed  enlisted  personnel  from  1986  to  1992.  If 
self-employed  reservists  were  more  likely  to  lose  income  during 
mobilization,  then  they  might  be  expected  to  have  lower  retention  in 
the  wake  ofODS/S. 


Table  3.2 

Employer  by  Type  and  Size:  Part-Time  Reserve  Members,  1986  and  1992 


Percent  of  Total 


Enlisted  Officers 


Type  of  Employer 

1986 

Survey 

1992 

Survey 

1986 

Survey 

1992 

Survey 

Public  sector 

Federal  government 

10 

10 

14 

17 

State  government 

8 

9 

11 

10 

Local  government 

9 

9 

10 

10 

Private  sector 

Firm  <  500  employees 

35 

37 

20 

20 

Firm  >  500  employees 

27 

29 

33 

34 

Self-employed /family 

business 

11 

6 

11 

10 

SOURCE;  1992  Reserve  Components  Survey,  Q.llO;  1986  Reserve  Compo¬ 
nents  Survey,  Q.3,  Q.97. 


Employer  Pay  Policies  and  Overtime  Opportunity 

One  important  cost  of  reserve  participation  is  forgone  civilian  in¬ 
come  during  military  leave  (generally  because  of  needing  to  attend 
annual  training  and  drills).  Reservists  will  lose  income  during  annual 
training  if  their  combined  civilian  income  and  military  pay  for  that 
period  does  not  meet  their  full  civilian  income.  Each  employer  has  a 
policy  mandating  full,  partial,  or  no  civilian  pay  for  reserve  duty.  The 
partial  pay  policy  is  usually  set  to  make  up  any  differences  between 
civilian  and  military  income.  This  policy  allows  reservists  to  essen¬ 
tially  break  even  during  annual  training. 
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Earlier  research  (Grissmer,  Buddin,  and  Kirby,  1989)  shows  that  ju¬ 
nior  personnel  lose  almost  as  much  as  senior  personnel  in  absolute 
terms  despite  the  fact  that  senior  personnel  tend  to  have  significantly 
higher  income.  This  is  balanced  by  the  much  higher  probability  of 
senior  personnel  receiving  partial  or  full  wages  from  civilian  employ¬ 
ers. 

Figures  3.4  and  3.5  {Table  B.3)  show  employer  pay  policies  for  re¬ 
servists  on  military  leave  for  annual  training  in  1986  and  1992.  A 
significant  shift  has  occurred  for  enlisted  personnel  toward  less 
civilian  compensation.  In  1986,  about  47  percent  of  employers  pro¬ 
vided  no  civilian  income  compared  to  52  percent  in  1992.  For  offi¬ 
cers,  a  shift  toward  partial  pay  has  occurred  with  small  declines  in 
both  the  full  pay  and  no  pay  categories.  For  both  officer  and  enlisted, 
reserve  service  occurred  more  often  on  work  days  in  1992  than  in 
1986.  The  latter  may  be  a  result  of  higher  employment,  a  healthier 
economy,  or  increased  military  demands  on  reservists  in  1992. 
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Figure  3.4— Civilian  Employers’  Pay  Policies  for  Annual  Training, 
1986  and  1992:  Enlisted  Personnel 
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Figure  3.5 — Civilian  Employers’  Pay  Policies  for  Annual  Training, 
1986  and  1992:  Officers 


Apart  from  forgone  income,  another  monetary  opportunity  cost  may 
arise  because  the  reserve  job  may  involve  forgoing  the  opportunity  to 
work  overtime  hours  on  the  civilian  job  or  to  work  at  another  moon¬ 
lighting  job.  Occasionally,  the  reservist  may  be  passed  up  for  civilian 
promotion.  These  opportunity  costs  vary  a  great  deal  among  re¬ 
servists. 

Figures  3. 6-3. 9  (Tables  B.4-B.5)  examine  the  issue  of  overtime 
opportunity  and  wage  premiums  for  overtime.  Both  the  1986  and 
1992  survey  data  indicate  that  a  significant  number  of  enlisted 
personnel  (approximately  45  percent)  lose  some  overtime 
opportunity  and  wages  as  a  result  of  the  reserve  job.  This  is  not  as 
much  of  an  issue  for  officers,  presumably  because  many  of  them 
(especially  the  more  senior  officers)  work  in  professional  jobs  that 
are  classified  “exempt"  and  thus  are  not  eligible  for  overtime.  Lost 
overtime  is  much  more  prevalent  among  lower-ranking  enlisted  and 
officer  personnel.  Fewer  senior  personnel  are  also  more  likely  to  be 
paid  wage  premiums  for  overtime:  For  example,  60-65  percent  of 
younger  enlisted  personnel  and  40  percent  of  young  officers  receive 
premiums  for  working  overtime. 
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Figure  3.6— Percentage  Losing  Civilian  Overtime  Opportunities, 

1986  and  1992:  Enlisted  Personnel 
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Figure  3.7 — Percentage  Losing  Civilian  Overtime  Opportunities, 

1986  and  1992:  Officers 
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ure  3.8— Civilian  Overtime  Pay  Rate,  1986  and  1992:  Enlisted  Personnel 
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Figure  3.9— Civilian  Overtime  Pay  Rate,  1986  and  1992:  Officers 
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There  is  little  change  from  1986  to  1992  in  lost  overtime  opportunity, 
but  there  is  a  slight  shift  upward  in  the  proportion  of  officers  and  en¬ 
listed  receiving  premium  overtime  pay  rates.  So,  should  more  over¬ 
time  opportunities  arise,  reservists  may  have  slightly  higher  oppor¬ 
tunity  costs. 

Attitudes  of  Civilian  Supervisors  Toward  Reserve  Service 

Earlier  research  (Grissmer,  Kirby,  and  Sze,  1992)  has  shown  that  the 
most  important  civilian  job  characteristic  associated  with  retention 
is  the  negative  attitude  of  the  civilian  supervisor.  Conflicts  with 
supervisors  over  reserve  duty  can  potentially  result  in  high 
opportunity  costs  in  terms  of  promotions  and  job  satisfaction. 
Figures  3.10  and  3.11  (Table  B.6)  provide  evidence  on  supervisors' 
perceived  attitudes  toward  reserve  service.  The  data  from  the  two 
surveys  indicate  a  significant  reduction  in  very  unfavorable  attitudes 
among  supervisors  with  corresponding  increases  in  very  favorable 
attitudes.  These  changes  appear  at  nearly  all  grades. 

One  explanation  for  this  trend  is  a  revised  perception  of  the  “value" 
of  reserve  service  among  the  civilian  population.  Before  ODS/S,  the 
reserve  forces  were  probably  seen  as  a  more  marginal  component  of 
defense  forces,  whereas  after  ODS/S,  reserve  forces  are  more  readily 
accepted  as  integral  to  national  defense. 

Figures  3.12  and  3.13  (Table  B.7)  examine  the  incidence  of  employer 
conflicts  arising  from  attendance  at  reserve  drills  and  annual  training 
or  from  extra  time  spent  on  Guard/Reserve  business.  Attendance  at 
annual  training  appears  to  cause  the  most  problems,  with  about  30 
percent  of  both  officers  and  enlisted  reporting  that  such  absence  was 
a  serious/somewhat  serious  problem  for  their  employers,  followed 
by  extra  time  spent  at  Guard/Reserve  (20-30  percent,  depending  on 
rank  and  survey).  Officers  in  general  report  a  somewhat  higher  inci¬ 
dence  of  serious  employer  problems  as  a  result  of  reserve 
participation  (with  the  exception  of  weekend  drills). 
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Figure  3.10 — Attitude  of  Civilian  Supervisor  Toward  Guard/Reserve 
Participation,  1986  and  1992:  Enlisted  Personnel 
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Figure  3.1 1— Attitude  of  Civilian  Supervisor  Toward  Guard/Reserve 
Participation,  1986  and  1992:  Officers 
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Figure  3.12— Employer-Related  Problems  Resulting  from  Reserve  Service, 
1986  and  1992,  Enlisted  Personnel:  Percentage  Reporting  a 
“Serious/Somewhat  Serious’'  Problem 


Overall,  these  data  show  significant  shifts  toward  fewer  conflicts 
between  reserve  service  and  civilian  jobs.  In  addition,  employers 
appear  to  be  more  tolerant  of  extra  time  spent  at  the  Guard/Reserve 
and  time  spent  at  work  on  Guard/Reserve  business  (assuming  that 
the  frequency  of  this  has  not  changed  over  time)  as  witnessed  by  the 
smaller  numbers  of  reservists  reporting  that  these  activities  caused 
serious  problems  for  employers. 

CONFLICTS  WITH  FAMILY  TIME  AND  SPOUSE  ATTITUDES 

For  many  reservists,  an  important  component  of  the  cost  of  reserve 
participation  is  the  decrease  in  the  amount  of  time  available  to  spend 
with  their  families  or  in  leisure  pursuits.  This,  of  course,  may  have 
an  effect  on  spouse  attitudes  that  previous  research  (Grissmer,  Kirby, 
and  Sze,  1992)  has  shown  to  be  a  key  variable  in  reenlistment  behav¬ 
ior.  Responses  to  questions  regarding  reservists’  use  of  time  are 
shown  in  Table  B.8.  By  and  large,  reservists  feel  that  they  spend  suf¬ 
ficient  time  on  both  civilian  jobs  and  reserve  jobs  but  that  time  spent 
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Figure  3.13— Employer- Related  Problems  Resulting  from  Reserve  Service, 
1986  and  1992,  Officers:  Percentage  Reporting  a  “Serious/Somewhat 
Serious”  Problem 
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on  family,  leisure,  and  community  activities  is  insufficient.  Between 
60  and  75  percent  feel  that  time  spent  on  family  and  leisure  activities 
is  insufficient,  whereas  50-58  percent  feel  that  they  do  not  spend 
enough  time  on  community  activities  compared  to  the  5-10  percent 
who  feel  they  do  not  spend  enough  time  at  their  civilian  or  reserve 
jobs.  Figure  3.14  shows  the  percentage  of  reservists  who  feel  that 
they  spend  too  much  time  on  the  reserve  job,  which  ranges  from  8- 
20  percent.  The  good  news  is  that  this  number  has  declined  from 
1986  to  1992;  this  is  at  least  partly  the  result  of  the  increased  full-time 
support  provided  by  the  components  in  recognition  of  the  pressures 
faced  by  their  officers  and  senior  enlisted  in  planning  training  and 
attending  to  administrative  details. 

Officers  and  senior  enlisted  personnel  appear  to  be  most  sensitive  to 
time  pressures  that  prevent  family  or  leisure  activities.  Obviously, 
this  pattern  of  dissatisfaction  is  not  unique  to  reserve  service,  al¬ 
though  inflexible  schedules  and  other  demands  of  reserve  service 
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Figure  3.14 — Percentage  of  Reservists  Who  Feel  That  They  “Spend 
Too  Much  Time  on  Reserve  Job,”  1986  and  1992 

may  well  contribute  to  or  exacerbate  such  feelings.  Junior  enlisted 
personnel  report  higher  levels  of  "not  spending  enough  time  on  fam¬ 
ily  and  leisure  time”  in  1992  compared  to  1986.  There  is  little  signifi¬ 
cant  change  between  1986  and  1992  in  the  remaining  variables. 

The  conflict  between  family  and  reserve  time  is  shown  in  Figures  3.15 
and  3.16  (Table  B.9.  For  enlisted  personnel,  the  data  show  about  the 
same  level  of  problem  for  weekend  drills,  slightly  increased  values  for 
annual  training,  and  lower  levels  of  problems  for  extra  time.  About  a 
quarter  of  the  enlisted  encounter  problems  with  time  for  annual 
training  and  16  percent  of  enlisted  report  problems  with  weekend 
drills.  In  general,  younger  enlisted  personnel  and  officers  tend  to 
face  more  problems  than  older,  more  experienced  personnel. 

Among  officers,  the  percentage  reporting  serious/somewhat  serious 
family  problems  because  of  reserve  service  has  declined  over  time, 
significantly  so  in  the  case  of  extra  time  spent  at  Guard/ Reserve 
training.  In  1992,  28  percent  of  officers  reported  family  problems 
because  of  extra  time  spent  on  Guard/Reserve  duties;  this  is 
appreciably  lower  than  the  39  percent  reported  in  the  1986  survey. 
Two  reasons  can  be  suggested  for  the  change:  Perhaps  the  reserve 
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'igure  3.15 — Family  Problems  Resulting  from  Reserve  Service,  1986  and 
1992,  Enlisted  Personnel:  Percentage  Reporting  a  '‘Serious/Somewhat 
Serious”  Problem 
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Figure  3.16 — Family  problems  Resulting  from  Reserve  Service,  1986  and 
1992,  Officers:  Percentage  Reporting  a  “Serious/Somewhat 
Serious”  Problem 
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has  become  more  sensitive  to  this  issue  given  the  1986  data  and  has 
made  attempts  to  lessen  this  burden  and/or  (as  suggested  above)  the 
increase  in  full-time  support  has  reduced  the  administrative  and 
other  workload  faced  by  part-time  reservists,  especially  officers. 

Reservists  were  also  asked  about  the  overall  attitude  of  their  spouses 
toward  participation  in  the  Guard /Reserve.  Table  B.12  lists  these  re¬ 
sponses  by  paygrade;  overall  percentages  are  shown  in  Figures  3.17 
and  3.18.  Although  most  spouses  have  generally  favorable  attitudes 
toward  reserve  service,  an  unfavorable  spouse  attitude  affects  12 
percent  of  the  enlisted  and  11  percent  of  officers.  This  proportion 
has  remained  essentially  constant  over  the  six  years  between  the  two 
surveys.  As  can  be  expected,  younger  officers  and  enlisted  face  a 
higher  incidence  of  unfavorable  attitudes.  What  makes  these  data 
important  is  the  evidence  presented  in  earlier  RAND  work  (Grissmer, 
Kirby,  and  Sze,  1992)  that  attitudinal  variables  appeared  to  exert  a 
strong  influence  on  the  decision  to  reenlist  among  enlisted 
personnel.  Perceived  spouse  attitude,  for  example,  was  the  most  im¬ 
portant  predictor  of  reenlistment  probability  for  reservists  in  the 
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Figure  3.17 — Spouse  Attitudes  Toward  Reserve  Participation, 
1986  and  1992:  Enlisted  Personnel 
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Figure  3.18 — Spouse  Attitudes  Toward  Reserve  Participation, 
1986  and  1992:  Officers 


1986  survey.^  Spouse  attitudes  toward  reserve  service  seem  to  have 
been  largely  unchanged  by  ODS/S. 


FUTURE  REENLISTMENT  PLANS /RETENTION  BEHAVIOR 

Decisions  to  stay  in  the  reserve  depend  on  the  relative  weights  indi¬ 
viduals  place  on  the  benefits  and  opportunity  costs  of  participation. 
Reservists  were  asked  how  likely  they  were  to  reenlist  or  extend  at  the 
end  of  their  term  of  service  (ETS).  Table  3.3  reports  the  percentage  of 
those  reporting  ‘‘No  Chance"  and  “Slight/Very  Slight  Possibility"  of 
reenlistment/continuation.  We  have  comparison  numbers  for  1986 
for  the  enlisted  only  but  report  the  1992  survey  results  for  both  officer 
and  enlisted  personnel.  Overall  there  appears  to  be  a  significant 


Q 

'^Clearly,  we  need  to  caveat  these  results  to  some  extent.  The  reported  attitude  of  the 
spouse  may  be  a  reflection  of  the  individual’s  own  satisfaction /dissatisfaction.  How¬ 
ever,  there  was  some  evidence  from  the  question  in  the  survey  regarding  the  individ¬ 
ual's  own  overall  level  of  satisfaction/dissatisfaction  with  his  Guard/Reserve  partici¬ 
pation  that  the  perceived  attitude  of  the  spouse  was  indeed  an  independent  variable 
or  at  least  was  measuring  a  dimension  other  than  the  reservist's  own  feelings. 
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Table  3.3 

Reenlistment/ Continuation  Intention  of  Reservists 


Question:  How  likely  are  you  to  reenlist  or  extend  at  the  end  of  your 
current  term  of  service?  (enlisted).  At  the  completion  of  your  obligation 
or  term  of  service,  how  likely  are  you  to  continue  to  participate  in  the 
Selected  Reserve  of  the  Guard/ Reserve?  (officers).  (Percentages  shown 
are  for  those  reporting  “no  chance”  and  "very  slight/ slight  possibility  ) — 

1986  Survey 

1992  Survey 

Grade 

No  Chance 

Very  Slight/ 
Slight 
Possibility 

No  Chance 

Very  Slight/ 
Slight 
Possibility 

Enlisted 

E-3 

19.2 

18.0 

27.1 

16.3 

E-4 

10.5 

13.7 

16.7 

14.9 

E-5 

5.1 

7.9 

10.2 

8.7 

E-6 

5.2 

6.6 

11.7 

8.7 

E-7 

7.1 

6.7 

17.2 

10.8 

E-8 

8.4 

5.0 

18.2 

12.3 

E-9 

20.1 

6.3 

26.3 

7.3 

Total 

7.6 

9.4 

15.3 

11.8 

Officer 

0-1 

(a) 

— 

4.5 

10.7 

0-2 

_ 

— 

8.1 

11.4 

0-3 

_ 

— 

6.3 

12.8 

0-4 

_ 

— 

5.8 

6.6 

0-5 

_ 

— 

20.6 

9.6 

0-6 

_ 

— 

19.1 

10.1 

Total 

— 

— 

7.6 

11.3 

SOURCE:  1992  Reserve  Components  Survey,  Q.23  and  Q.22;  1986 
Reserve  Components  Survey,  Q.18, 19, 20. 

^Data  not  available. 


increase  in  those  who  report  that  their  chance  of  reenlist¬ 
ing/ cointinuing  is  small.  In  1986,  17  percent  reported  a  small  or  no 
chance  of  reenlistment/ continuation  compared  to  27  percent  in 
1992.  This  increase  occurs  across  all  paygrades.  The  group  reporting 
no  chance  of  reenlisting/continuing  has  doubled  from  1986  to  1992, 
and  there  is  also  a  small  increase  in  the  proportion  reporting  that 
there  is  only  a  slight  possibility  of  reenlisting/ continuing.  Some  of 
the  increase  reported  in  higher  paygrades  can  be  explained  by  the 
fact  that  many  more  of  them  are  probably  retirement- eligible,  given 
the  increase  in  years  of  service.  However,  this  does  not  account  for 
the  large  increase  among  the  junior  paygrades. 
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Officers  in  general  appear  much  more  likely  to  stay  than  the  enlisted, 
with  only  8  percent  reporting  “no  chance”  of  continuing.  The  per¬ 
centage  increases  to  20  percent  among  the  higher  ranks  presumably 
because  they  are  more  likely  to  be  eligible  for  retirement. 

Although  intentions  to  reenlist/ continue  have  been  shown  to  be 
correlated  with  actual  reenlistment  decisions,  earlier  data  from  the 
1986  survey  showed  that  almost  all  individuals  underestimate  their 
probability  of  staying,  with  the  exception  of  those  who  were  almost 
certain  to  stay  (Grissmer,  Kirby,  and  Sze,  1992).  Among  the  enlisted, 
we  found  that  the  discrepancy  between  the  subjective  probability 
and  actual  behavior  was  quite  large  (particularly  for  those  with  low 
probabilities).^  For  instance,  those  who  stated  their  probability  of 
reenlistment  to  be  0.10  had  an  actual  reenlistment  rate  of  0.57. 

Another  report  will  examine  in  more  detail  retention  behavior  in  the 
wake  of  ODS/S.  In  this  report,  we  compare  stated  reenlistment/ 
continuation  intentions  with  whether  the  individual  was  there  at  the 
end  of  FY94  to  provide  some  indication  as  to  whether  intention  still  is 
correlated  with  behavior.  Figure  3.19  shows  results  similar  to  those 
in  the  earlier  research — a  positive  correlation  between  intention  and 
behavior — but  it  shows  that  reservists  underestimate  their  actual 
retention  behavior. 

There  are  fairly  large  differences  in  the  retention  rate  of  individuals 
who  claim  that  there  is  little  or  no  chance  of  staying  and  reservists  in 
general.  From  20-25  percent  of  the  reservists  left  between  the  time 
the  survey  was  fielded  and  the  end  of  FY94.  However,  among  those 
with  low  reenlistment/continuation  probabilities,  the  percentage 
remaining  was  considerably  smaller.  Only  about  45  percent  of 
enlisted  personnel  and  57  percent  of  these  officers  remained  two 
years  after  the  survey. 

It  is  also  interesting  that  not  all  of  them  have  left,  despite  being  cer¬ 
tain  that  they  would  not  stay.  We  can  offer  a  number  of  reasons  for 
this: 


^Enlisted  reservists  in  the  1986  survey  were  tracked  forward  through  September  1987 
(which  gave  us  an  elapsed  time  of  6-18  months  from  the  completion  of  the  survey)  to 
see  whether  they  were  still  in  the  Selected  Reserve.  We  then  compared  the  actual 
reenlistment  rate  for  each  group. 
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Figure  3.19— Stated  Reenlistment  /Continuation  Intentions  in  1992 
Compared  with  Percentage  Remaining  in  the  Selected  Reserve 
in  September  1994 


•  Given  that  a  considerable  period  of  time  has  elapsed  between  the 
time  of  the  survey  (one  to  two  years)  and  the  behavior  being  ex¬ 
amined,  it  is  likely  that  some  of  the  factors  negatively  influencing 
the  intention  to  reenlist/continue  may  have  changed  for  the 
better  (employer  or  spouse  conflicts,  problems  with  the  unit, 
etc.) 

•  The  reserves  may  offer  some  very  effective  intervention  or  coun¬ 
seling  at  the  time  of  the  decision,  so  that  individuals  who  are  dis¬ 
gruntled  are  persuaded  to  stay. 

•  Some  individuals  may  not  have  reached  reenlistment/ 
continuation  points  yet,  so  the  retention  rate  does  not  reflect  the 
reenlistment/continuation  decision. 

•  The  data  may  reflect  a  “protest  effect,"  where  individuals  with 
serious  complaints  against  the  system  may  underestimate  their 
likelihood  of  staying;  however,  at  the  time  of  the  actual  decision, 
other  factors  may  outweigh  the  negative  ones. 
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1986  AND  1992  RETENTION  DATA 

In  an  effort  to  see  whether  changing  circumstances  and  motivation 
have  led  to  different  patterns  of  retention,  we  compared  published 
retention  data  for  1986  and  1992.^  Some  care  is  required  in  compar¬ 
ing  retention  data  because  of  the  “stop-loss”  policies  implemented 
during  ODS/S.  After  reserve  mobilization,  a  stop-loss  policy  was  in¬ 
stituted  to  prevent  personnel  whose  term  of  enlistment  had  ended 
from  leaving  the  Selected  Reserve.  This  policy  would  have  the  effect 
of  raising  retention  rates  during  ODS/S  but  lowering  them  after  the 
end  of  ODS/S  when  those  whose  ETS  decisions  were  deferred  were 
allowed  to  leave.  ODS/S  ended  in  March  1991  for  most  reservists.  As 
a  result,  FY92  data  should  be  relatively  uncontaminated  by  ODS/S 
personnel  policies.® 

Figure  3.20  compares  FY86  continuation  data  with  FY92  data  for  Se¬ 
lected  Reserve  officers  and  enlisted  personnel  in  all  components 
combined.  We  divide  enlisted  personnel  and  officers  into  groups 
with  less  than  six  years  of  service  and  more  than  six  years;  among 
enlisted  personnel,  these  two  groups  are  generally  referred  to  as 
“first-termers”  and  “careerists.”  Officer  and  enlisted  continuation 
rates  have  remained  remarkably  stable  over  the  two  time  periods, 
with  a  very  slight  dip  for  the  more  senior  group. 

Figures  3.21-3.24  show  continuation  rates  for  enlisted  personnel  and 
officers  for  each  of  the  components  separately.  All  components  have 
higher  enlisted  first-term  continuation  rates  in  1992  than  in  1986; 
among  officers,  there  is  no  change  with  the  exception  of  the  NR, 
which  shows  a  drop  of  5  percent.  Career  continuation  rates  have 
declined  slightly  for  enlisted  personnel  in  all  components,  as  have 
the  continuation  rates  among  officers  with  more  than  six  years  of 
service. 


®Data  are  from  the  Official  Guard  and  Reserve  Manpower  Strengths  and  Statistics, 
RCS:  DD-RA(M)  1147/1148,  Assistant  Secretary  of  Defense  (Reserve  Affairs)  for  FY86 
and  FY92. 

®Buddin  and  Kirby  (1996)  analyzed  in  more  detail  retention  and  attrition  data  from 
1986-1994.  Their  basic  finding  was  that  ODS/S  did  not  dramatically  change  attrition 
and  retention  behavior. 
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Figure  3.22 — Continuation  Rates  of  Officers  with  Less  Than  Six  Years 
of  Service  by  Component,  FY86  and  FY92 
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Figure  3.23 — Continuation  Rates  of  Enlisted  Careerists  by  Component, 

FY86  and  FY92 
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Figure  3.24— Continuation  with  More  Than  Six  Years 

of  Service  by  Component,  FY86  and  FY92 


SUMMARY 

Overall,  the  attitudes  and  characteristics  of  reservists  and  their  work 
and  family  environments  show  great  stability  from  1986  to  1992,  with 
respect  to  many  of  the  variables  that  could  be  expected  to  affect  re¬ 
tention  decisions.  Indeed,  most  of  the  changes,  while  not  dramatic, 
would  tend  to  have  positive  effects  on  retention. 

•  The  motivation  for  staying  in  the  Guard/Reserve  appears  to  have 
shifted  from  1986  to  1992:  Among  enlisted  personnel,  there  is 
less  emphasis  on  immediate  compensation  and  promotion  and 
greater  importance  placed  on  educational  benefits;  among  offi¬ 
cers,  patriotic  and  job  satisfaction  motives  were  more  frequently 
mentioned.  Expanded  educational  benefits  may  have  attracted  a 
newer  group  of  young  enlisted  personnel  whose  primary  moti¬ 
vation  is  using  educational  benefits  while  attending  college,  not 
long-term  reserve  careers. 

•  Offsetting  the  decline  in  importance  of  immediate  compensation 
as  a  factor  in  retention,  we  see  a  small  but  definite  increase  in 
levels  of  dissatisfaction  with  military  pay  and  opportunities  for 
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education/training  among  both  officers  and  enlisted.  Part  of  the 
dissatisfaction  with  pay  may  be  a  reflection  of  the  perceived 
higher  risk  of  mobilization  and  the  attendant  likely  economic 
losses. 

•  Perhaps  the  most  important  positive  change  is  the  shift  in  em¬ 
ployer  attitudes  from  1986  to  1992.  There  is  a  small  increase  in 
the  proportion  of  reservists  reporting  a  favorable  attitude  on  the 
part  of  their  civilian  supervisors.  In  addition,  reservists  report 
much  less  conflict  with  employers  in  attending  drills  and  annual 
training  and  in  spending  extra  time  on  reserve  obligations  while 
on  the  job.  (In  the  latter  case,  this  may  be  due  to  less  demand 
from  the  reserve  job  for  extra  time.)  ODS/S  highlighted  the  sig¬ 
nificant  contributions  reservists  made  to  the  war  effort  and  un¬ 
derscored  their  importance  to  the  total  force.  This  probably 
caused  employers  to  become  more  favorably  disposed  toward 
their  reserve  participation  and  lessened  the  inevitable  conflicts 
that  arise  between  the  demands  of  the  reserve  and  the  civilian 
jobs. 

•  Offsetting  this  to  some  extent  is  the  small  change  in  employer 
pay  policies  during  reserve  service.  There  is  a  small  decline  in 
the  proportion  of  enlisted  who  received  full  civilian  pay  during 
annual  training  and  an  increase  in  those  reporting  that  they  re¬ 
ceived  only  military  pay.  Among  officers,  the  news  is  mixed. 
Employers  appear  to  have  moved  away  from  offering  either  full 
or  no  civilian  pay  in  favor  of  offering  partial  compensation. 

•  Perceived  attitudes  of  spouses  have  remained  stable  between 
1986  and  1992  (a  little  surprising  given  the  increased  chance  of 
mobilization).  These  data  are  particularly  important  because  of 
the  importance  of  spouse's  attitude  in  reenlistment  decisions. 

•  Reservists  across  most  grades  reported  much  lower  subjective 
probabilities  of  reenlistment/continuation  in  the  1992  survey 
than  in  the  1986  survey.  However,  preliminary  evidence  from 
simple  continuation  rates  shows  that  rates  for  those  with  less 
than  six  years  of  service  have  changed  little  between  1986  and 
1992  for  both  officer  and  enlisted  personnel,  but  continuation 
rates  among  those  with  more  than  six  years  of  service  have 
declined  slightly.  The  data  show  no  dramatic  change  in  overall 
behavior  that  could  be  attributable  to  ODS/S.  However,  we  must 
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caution  that  this  finding  is  based  on  aggregated,  very  simple 
measures.  Much  further  work  remains  to  be  done  before  we  can 
reach  any  such  conclusion  definitively. 


_  Chapter  Four 

DIFFERENCES  IN  SPOUSE  AND  EMPLOYER 
ATTITUDES  AND  SATISFACTION  WITH 
RESERVE  PARTICIPATION  BETWEEN 
MOBILIZED  AND  NONMOBILIZED 

RESERVISTS 


Manpower  planners  are  concerned  with  the  key  question  of  whether 
participation  in  ODS/S  affected  those  who  were  mobilized  in  signifi¬ 
cant  ways.  For  example,  did  they  face  greater  family  and  employer 
conflicts  because  of  being  called  up?  Do  mobilized  reservists  have 
different  attitudes  toward  their  reserve  job  that  could  affect  retention 
and  morale?  Given  the  increased  frequency  with  which  reservists  are 
being  called  up  for  peacetime  missions,  answers  to  these  and  related 
questions  are  crucial.  We  use  the  1992  survey  data  to  shed  some  light 
on  these  questions  by  comparing  mobilized  and  nonmobilized  re¬ 
servists. 

Appendix  D  compares  the  demographic  and  service-related  charac¬ 
teristics  of  mobilized  and  nonmobilized  reservists.  Because  the  mo¬ 
bilized  group  is  composed  of  a  somewhat  higher  grade  distribution 
than  the  nonmobilized  group,  we  disaggregate  all  the  data  shown 
here  by  rank. 

DIFFERENCES  IN  SPOUSE  AND  EMPLOYER  ATTITUDES 

Figures  4. 1-4.4  depict  the  differences  in  spouse  and  employer  atti¬ 
tudes  for  mobilized  and  nonmobilized  enlisted  personnel  and  offi¬ 
cers.  For  each  grade,  we  show  the  percentage  reporting  an  unfavor¬ 
able  attitude  toward  reserve  participation  on  the  part  of  the  spouse 
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Figure  4.1— Percentage  with  Spouse  with  an  Unfavorable  Attitude 
Toward  Guard/Reserve  Participation:  Mobilized  and 
Nonmobilized  Enlisted  Personnel,  1992 
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Figure  4.2— Percentage  with  Spouse  with  an  Unfavorable  Attitude 
Toward  Guard/Reserve  Participation:  Mobilized  and 
Nonmobilized  Officers,  1992 
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igure  4.3 — Percentage  with  Civilian  Supervisor  with  an  Unfavorable 


Attitude  Toward  Guard/Reserve  Participation:  Mobilized  and 


Nonmobilized  Enlisted  Personnel,  1992 


HAND  MR81 2-4.4 


0-1  0-2  0-3  0-4  0-5  0-6 


Figure  4.4 — Percentage  with  Civilian  Supervisor  with  an  Unfavorable 
Attitude  Toward  Guard/Reserve  Participation:  Mobilized  and 
Nonmobilized  Officers,  1992 
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or  the  employer.  The  graphs  are  on  the  same  scale  to  facilitate  com¬ 
parison  and  to  show  the  relative  magnitude  of  the  two  problems. 

The  percentage  of  reservists  reporting  that  their  spouses  have  unfa¬ 
vorable  attitudes  toward  their  Guard/Reserve  participation  is  signif¬ 
icantly  higher  for  the  mobilized  reservists  than  for  the  nonmobilized 
reservists— especially  in  the  case  of  the  more  junior  grades.  This  is 
true  for  both  enlisted  personnel  and  officers.  For  example,  whereas 
only  about  15  percent  of  the  nonmobilized  E-3s  and  E-4s  report  that 
their  spouses  have  an  unfavorable  attitude,  over  a  quarter  of  the 
mobilized  junior  grades  do  so.  Over  30  percent  of  mobilized  0-ls  fall 
into  this  category  compared  to  less  than  15  percent  of  the  nonmobi¬ 
lized  group.  If  this  is  being  triggered  by  mobilization,  it  may  well 
have  effects  on  subsequent  retention  and  possibly  recruiting. 

On  a  more  positive  note,  there  is  little  or  no  difference  in  civilian  su¬ 
pervisors’  attitudes  toward  mobilized  and  nonmobilized  reservists 
among  the  enlisted  personnel.  However,  all  officer  ranks  report  an 
increase  in  the  incidence  of  unfavorable  employer  attitudes,  with  the 
exception  of  0-ls,  who  show  a  marked  decline.  Given  the  data  in  the 
last  chapter  showing  overall  positive  shifts  between  1986  and  1992,  it 
appears  that  the  positive  shift  was  primarily  for  employers  of  non¬ 
mobilized  officers. 


SATISFACTION  WITH  THE  GUARD/RESERVE  AND  FUTURE 
INTENTIONS 

We  now  examine  satisfaction/dissatisfaction  with  pay  and  benefits 
and  overall  participation  in  the  Guard/Reserve.  Figures  4.5-4.8  pre¬ 
sent  the  percentages  of  enlisted  personnel  and  officers  who  are 
very/somewhat  dissatisfied  with  these  aspects  of  the  Guard/ Reserve. 
Overall,  only  10-20  percent  of  enlisted  personnel  and  5-15  percent  of 
officers  reported  being  very  or  somewhat  dissatisfied  with  pay/ 
benefits  in  the  Guard /Reserve.  Among  both  officers  and  enlisted 
personnel,  junior  members  tended  to  be  more  dissatisfied  with  pay 
and  benefits  than  more  senior  grades,  and  junior  members  who  were 
mobilized  had  the  highest  levels  of  dissatisfaction.  For  example, 
one-fifth  of  E-4s  who  were  mobilized  reported  being  very  dissatisfied 
with  reserve  pay  and  benefits  compared  to  only  15  percent  of  the 
nonmobilized  E-4s.  The  difference  is  marked  in  the  case  of  0-ls  and 
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Figure  4.6 — Percentage  Dissatisfied  with  Reserve  Pay  and  Benefits: 
Mobilized  and  Nonmobilized  Officers,  1992 
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Figure  4.7 — Percentage  Dissatisfied  with  Overall  Participation  in  the 
iuard/Reserve:  Mobilized  and  Nonmobilized  Enlisted  Personnel,  1992 
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Figure  4.8 — Percentage  Dissatisfied  with  Overall  Participation  in  the 
Guard/Reserve:  Mobilized  and  Nonmobilized  Officers,  1992 
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0-3s  (but  not  0-2s).  Senior  officers  and  enlisted  tend  to  show  little 
difference  in  levels  of  satisfaction  between  mobilized  and 
nonmobilized  personnel  (notice  the  reversal  in  the  case  of  the  E-9s). 

It  is  surprising  that  when  we  consider  overall  dissatisfaction  with 
reserve  service,  we  find  little  difference  at  any  rank  between 
mobilized  and  nonmobilized  enlisted  reservists  (Figure  4.7).  About 
10  percent  or  less  express  dissatisfaction.  For  officers,  dissatisfaction 
levels  are  even  lower,  with  0-2  to  0-4  mobilized  officers  expressing 
less  dissatisfaction  then  their  nonmobilized  counterparts. 

To  see  whether  high  levels  of  dissatisfaction  and/or  unhappiness 
over  the  ODS/S  experience  translated  into  a  determination  to  leave 
the  reserve,  we  examined  the  intention  to  reenlist  among  the  two 
groups.  Figures  4.9  and  4.10  show  the  percentage  of  reservists  who 
were  certain  that  they  were  not  going  to  reenlist  in  the  Guard/ 
Reserve  once  their  current  term  of  service  was  completed.  Among 
junior  enlisted  grades,  we  find  that  higher  proportions  of  E-3s  and  E- 
4s  among  the  mobilized  group  were  certain  that  they  would  leave  the 
Guard /Reserve  than  in  the  nonmobilized  group.  The  trend  is 
different  among  officers,  where  nonmobilized  reservists  reported  a 
much  higher  probability  of  not  reenlisting. 

Tables  4.1  and  4.2  break  out  some  of  the  reasons  why  individuals 
may  want  to  leave  the  Guard /Reserve.  Ineligibility  to  reenlist,  slow¬ 
ness  of  promotions,  conflicts  between  attendance  at  unit  drills  and 
civilian  job,  desire  for  more  leisure  time  or  time  to  spend  with  family 
all  head  the  list,  whereas  problems  caused  by  mobilization  appear  to 
be  much  lower  on  the  list. 

As  in  the  previous  chapter,  we  were  curious  to  see  how  well  inten¬ 
tions  tracked  behavior.  We  looked  to  see  whether  the  individual  who 
stated  that  he  was  certain  he  would  not  reenlist  or  continue  was  still 
in  the  reserves  approximately  two  years  after  the  survey.  Figure  4.11 
shows  the  proportion  of  enlisted  personnel  and  officers  with  a  zero 
or  very  slight  probability  of  reenlisting /continuing  who  were  still  in 
the  Reserve  Components  at  the  end  of  FY94.  (Depending  on  when 
reservists  were  given  the  survey,  the  latter  date  is  between  24  and  30 
months  after  the  survey.) 
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Figure  4.9 — Percentage  Certain  Not  to  Reenlist:  Mobilized  and 
Nonmobilized  Enlisted  Personnel,  1992 
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Figure  4.10 — Percentage  Certain  Not  to  Continue:  Mobilized  and 
Nonmobilized  Officers,  1992 
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Table  4.1 

Reasons  for  Not  Reenlisting  in  the  Guard/Reserve:  Enlisted  Personnel 


Nonmobilized 

Mobilized 

Reason 

Most 

Important 

Reason 

(%) 

Second 

Reason 

(%) 

Most 

Important 

Reason 

(%) 

Second 

Reason 

{%) 

I  am  not  eligible  to  reenlist 

17.4 

4.9 

17.1 

4.3 

I  am  moving  to  another  area 

6.4 

7.6 

5.8 

7.5 

It  is  too  hard  to  get  to  my 
Guard/Reserve  unit 

2.6 

3.9 

2.5 

3.3 

I  need  the  time  for  my  educa¬ 
tion 

5.6 

4.6 

6.1 

4.6 

My  unit  drills  conflict  with  my 
civilian  job 

14.1 

11.8 

13.4 

12.5 

My  unit  drills  conflict  with  my 
family  activities 

11.8 

12.7 

10.0 

10.9 

I  want  more  leisure  time 

5.6 

10.2 

5.0 

8.2 

I  don’t  like  my  unit's  training 

4.5 

5.7 

4.3 

6.0 

My  unit  doesn't  have  modern 
equipment  for  training 

3.6 

5.4 

2.9 

4.3 

I’m  bored  with  unit  activities 

5.6 

8.6 

4.8 

9.2 

The  pay  is  too  low 

3.4 

6.5 

3.2 

6.0 

Promotions  are  too  slow 

16.8 

14.0 

19.0 

14.1 

I’ve  had  too  many  problems 
getting  paid 

1.2 

2.0 

1.4 

3.2 

Problems  caused  by  mobiliza¬ 
tion/activation/ 
deployment 

1.5 

2.2 

4.4 

6.0 

SOURCE:  1992  Reserve  Components  Survey,  Q.24A-N,  p.  6. 


There  is  little  difference  between  the  mobilized  and  nonmobilized 
enlisted  personnel  in  terms  of  retention.  The  overall  retention  rate  is 
75  percent;  among  those  certain  not  to  reenlist,  it  is  significantly 
lower,  close  to  55  percent.  Some  of  this  is  being  driven  by  retire¬ 
ments  of  older  personnel;  however,  among  the  junior  grades,  we  find 
a  difference  in  the  two-year  retention  rate  of  4-7  percent,  with  mobi¬ 
lized  personnel  leaving  at  higher  rates.  Among  officers  who  'vere 
certain  that  they  would  not  stay  in  the  Guard/Reserve,  we  fin  i  a 
sizable  difference  between  the  retention  rate  of  mobilized  and 
nonmobilized  officers,  with  mobilized  officers  leaving  the  reserves  at 
much  higher  rates  than  nonmobilized  officers.  Again,  some  of  this  is 
being  driven  by  retirements;  however,  among  0-ls,  there  is  a 
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Table  4.2 

Reasons  for  Not  Continuing  in  the  Guard/Reserve:  Officers 


Nonmobilized 

Mobilized 

Reason 

Most  Im¬ 
portant 
Reason 
(%) 

Second 

Reason 

(%) 

Most  Im¬ 
portant 
Reason 
(%) 

Second 

Reason 

(%) 

I  am  not  eligible  to 

reenlist^ 

14.5 

3.2 

14.0 

2.1 

I  am  moving  to  another  area 

7.9 

7.6 

9.7 

8.0 

It  is  too  hard  to  get  to  my 

Guard/Reserve  unit 

4.5 

6.8 

4.6 

6.6 

I  need  the  time  for  my  educa- 

tion 

3.0 

3.7 

2.9 

3.4 

My  unit  drills  conflict  with  my 

civilian  job 

19.3 

17.5 

15.9 

15.6 

My  unit  drills  conflict  with  my 

family  activities 

22.2 

20.0 

20.4 

19.7 

I  want  more  leisure  time 

9.4 

17.0 

8.2 

14.2 

I  don’t  like  my  unit’s  training 

3.1 

3.3 

2.6 

3.2 

My  unit  doesn’t  have  modern 

equipment  for  training 

1.8 

2.5 

1.5 

2.5 

I’m  bored  with  unit  activities 

4.2 

5.4 

3.1 

4.7 

The  pay  is  too  low 

1.5 

2.6 

1.9 

3.0 

Promotions  are  too  slow 

5.3 

5.9 

6.4 

6.7 

I’ve  had  too  many  problems 

getting  paid 

1.0 

1.5 

1.6 

3.0 

Problems  caused  by  mobiliza- 

tion /activation/deployment 

2.4 

3.1 

7.3 

7.4 

SOURCE:  1992  Reserve  Components  Survey,  Q.24A-N,  p.  6. 

^We  should  point  out  that  because  officers  to  not  "reenlist,"  some  may  have  misun¬ 
derstood  the  question.  As  a  result,  these  data  need  to  be  interpreted  with  caution 

difference  of  7  percent  in  retention  rates  of  mobilized  and 
nonmobilized  personnel.  This  trend,  if  borne  out  by  further  analysis, 
bears  observation. 

We  must  emphasize  the  limitations  of  the  current  analysis.  We  have 
not  controlled  for  ETS  decision  points,  nor  are  we  able  to  control  for 
retirements,  length  of  service,  or  other  criteria  such  as  ineligibility  to 
reenlist.  We  merely  examine  differences  between  the  mobilized/ 
nonmobilized  groups  in  retention  by  examining  whether  individuals 
were  there  two  years  later.  Nonetheless,  the  data  are  interesting  and 
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Figure  4. 1 1— Percentage  with  Low  Probabilities  of  Remaining  in  the 
Guard/Reserve  Still  Remaining  in  the  Selected  Reserve  as  of 
September  1994;  Mobilized  and  Nonmobilized  Reservists 


bear  further  investigation.  The  effects  of  mobilization  on  retention/ 
reenlistment  decisions  will  be  the  subject  of  a  future  report. 

SUMMARY 

We  find  significant  differences  in  the  attitudes  of  spouses  and  civilian 
supervisors  of  mobilized  reservists  compared  to  nonmobilized 
reservists. 

•  A  higher  proportion  of  mobilized  reserve  officers  report  un¬ 
favorable  attitudes  on  the  part  of  both  spouses  and  supervisors 
compared  to  nonmobilized  reservists. 

•  Mobilized  enlisted  personnel  report  a  significantly  higher 
incidence  of  unfavorable  spouse  attitudes  but  no  difference  in 
supervisor  attitudes.  The  unfavorable  trend  in  supervisor 
attitudes  for  officers,  but  not  for  enlisted  personnel,  may  reflect 
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an  easier  substitutability  for  jobs  performed  by  enlisted 
personnel. 

•  Younger  mobilized  reservists  appear  to  be  at  a  much  higher  risk 
in  terms  of  family  conflicts  but  the  shift  in  attitudes  is  evident 
among  virtually  all  ranks. 

Overall  dissatisfaction  with  pay  and  benefits  was  higher  for  junior 
mobilized  officer  and  enlisted  personnel  than  for  nonmobilized 
personnel.  However,  overall  satisfaction  with  reserve  service  showed 
no  increased  dissatisfaction  for  officer  or  enlisted  personnel. 

There  is  little  evidence  here  that  actual  retention  decisions  have  been 
adversely  affected  for  reservists  who  were  mobilized  compared  to 
those  not  mobilized.  Among  those  with  low  probabilities  of 
reenlisting/continuing,  problems  caused  by  mobilization  did  not 
appear  to  be  an  important  factor  in  the  decision. 


Chapter  Five 

OBSTACLES  FACING  UNITS  IN  MEETING  TRAINING 
OBJECTIVES:  PERCEPTIONS  OF  RESERVISTS, 

1986  AND  1992 


Our  new  military  strategy  places  increased  reliance  on  the  reserves 
for  responding  to  military  contingencies.  Therefore,  the  readiness  of 
reserve  units  is  of  crucial  importance.  The  survey  data  do  not  allow 
us  to  address  this  question  directly;  however,  we  can  examine 
changes  in  reservists'  perceptions  regarding  the  ability  of  their  unit  to 
carry  out  its  training  objectives.  Although  the  ability  to  carry  out 
training  objectives  is  only  one  factor  among  several  that  ultimately 
determine  readiness,  perceptions  of  problems  facing  units  in  this 
area  are  nonetheless  important— they  can  act  as  early  indicators  of 
the  need  to  change  personnel  or  training  policies  to  enhance  per¬ 
formance.  In  addition,  perceptions  can  have  important  effects  on 
morale  and  retention  and  indeed  may  sometimes  prove  self-fulfill¬ 
ing. 

Respondents  to  the  1986  and  1992  surveys  were  asked  a  series  of 
questions  that  focused  on  a  number  of  potential  problems  that  could 
affect  the  achievement  of  unit  training  and  readiness  objectives;  re¬ 
spondents  were  then  asked  to  rate  these  problems  along  a  scale  rep¬ 
resenting  the  seriousness  of  the  problem.  These  answers  provide  a 
look  at  the  problems  facing  units  as  perceived  by  reserve  members 
today  and  six  years  ago. 
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PERCEIVED  PROBLEMS  IN  MEETING  TRAINING 
OBIECTIVES:  ALL  COMPONENTS 

Tables  5.1  and  5.2  show  the  overall  percentages  among  the  enlisted 
personnel  and  officers  who  regard  each  particular  problem  as 
serious;  rankings  of  the  problems  are  based  on  these  percentages. 

Several  points  can  be  made  from  Table  5.1: 

•  The  problems  that  were  ranked  high  in  the  1986  survey  by  en¬ 
listed  personnel  tend  to  be  ranked  high  in  the  1992  survey,  al¬ 
though  the  rank  order  has  changed  a  little.  In  1986,  shortage  of 
time,  lack  of  access  to  good  facilities,  and  out-of-date  equip¬ 
ment/weapons  ranked  as  the  top  three  problems.  Despite  the 
Reserve  Components'  efforts  to  improve  training  and  access  and 
to  modernize,  there  is  still  the  same  level  of  dissatisfaction  re¬ 
garding  these  areas  in  1992. 

In  1992,  these  rank  as  number  3,  2,  and  4,  respectively,  with 
number  1  being  uncertainty  about  the  future  status  of  the  unit,  a 
problem  that  was  not  included  in  the  1986  survey  for  obvious 
reasons.  Reservists  are  clearly  affected  by  the  current  uncertain 
and  changing  environment;  worry  about  the  future  status  of  the 
unit  is  mentioned  by  16  percent  of  reservists  as  a  serious 
problem. 

•  Perceptions  of  problems  with  unit  training  readiness  have  on  the 
whole  remained  remarkably  unchanged.  The  percentages  re¬ 
porting  each  problem  as  serious  in  1992  are  equal  to  (in  some 
cases,  slightly  smaller  than)  those  in  1986. 

•  The  majority  of  reservists  do  not  find  many  problems  with  their 
units.  Even  the  problem  that  ranked  number  1 — uncertainty 
about  the  future  status  of  the  unit— is  mentioned  by  only  16  per¬ 
cent  of  reservists.  Most  other  problems,  particularly  personnel - 
related  problems  such  as  low  strength,  low  quality,  low  atten¬ 
dance,  are  mentioned  as  serious  by  less  than  one-tenth  of  the 
reservists.  Time  appears  to  be  a  important  issue:  time  for  paper¬ 
work,  time  for  practice,  along  with  the  quality  and  effectiveness 
of  training. 
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Table  5.1 

Perceived  Problems  in  Meeting  Unit  Training  Objectives: 
Rankings  by  Enlisted  Personnel,  1986  and  1992 


1986  Survey 

1992  Survey 

Problem 

Percent 
Seeing 
a  Serious 
Problem 

Ranking 

Percent 
Seeing 
a  Serious 
Problem 

Ranking 

Not  enough  time  to  plan  training 
objectives  and  get  all  adminis¬ 
trative  paperwork  done 

15.5 

1 

14.1 

3 

Lack  of  access  to  good  training  fa¬ 
cilities  and  grounds 

15.1 

2 

15.7 

2 

Out-of-date  equipment/weapons 

12.7 

3 

12.9 

4 

Not  enough  drill  time  to  practice 
skills 

9.8 

6 

9.6 

8 

Lack  of  supplies,  such  as  ammuni¬ 
tion,  gasoline,  etc. 

11.0 

4 

10.4 

5 

Not  enough  staff  resources  to  plan 
training 

8.2 

9 

8.9 

9 

Being  below  strength  in  grades  E-1 
to  E-4 

10.1 

5 

10.0 

6 

Shortage  of  MOS/ Rating/ Specialty 
Qualified  personnel 

6.9 

10 

6.4 

14 

Poor  mechanical  condition  of 
equipment  /  weapons 

8.5 

7 

8.3 

10 

Lack  of  good  instruction  manual 
and  materials 

8.5 

7 

10.0 

6 

Being  below  strength  in  grades  E-5 
to  E-9 

4.7 

14 

5.2 

17 

Low  quality  of  personnel  in  low 
grade  unit  drill  positions 

5.2 

13 

5.6 

16 

Ineffective  training  during  annual 
training 

6.3 

11 

7.2 

12 

Low  attendance  of  unit  personnel 
at  unit  drill 

5.4 

12 

5.8 

15 

Low  attendance  of  unit  personnel 
at  annual  training 

3.1 

15 

4.3 

18 

Excessive  turnover  of  unit  personnel 

(a) 

— 

7.6 

11 

Inability  to  schedule  effective  unit 
annual  training,  due  to  gaining 
command’s  operating  schedule 

6.5 

13 

Uncertainty  about  future  status  of  unit  — 

— 

16.0 

1 

SOURCE:  1992  Reserve  Components  Survey,  Q.55;  1986  Reserve  Components 
Survey,  Q.43. 

^These  problems  were  not  included  in  the  1986  survey. 
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Table  5.2 

Perceived  Problems  in  Meeting  Unit  Training  Objectives:  Rankings  by 
Officers,  1986  and  1992 


1986  Survey 

1992  Survey 

Problem 

Percent 
Seeing 
a  Serious 
Problem 

Ranking 

Percent 
Seeing 
a  Serious 
Problem 

Ranking 

Not  enough  time  to  plan  training 
objectives  and  get  all  administra¬ 
tive  paperwork  done 

25.8 

1 

21.3 

1 

Lack  of  access  to  good  training 
facilities  and  grounds 

12.3 

2 

10.8 

3 

Out-of-date  equipment/weapons 

10.5 

3 

8.7 

5 

Not  enough  drill  time  to  practice 
skills 

8.9 

4 

9.2 

4 

Lack  of  supplies,  such  as  ammuni¬ 
tion,  gasoline,  etc. 

8.0 

5 

8.1 

6 

Not  enough  staff  resources  to  plan 
training 

7.0 

6 

6.7 

7 

Being  below  strength  in  grades  E-1 
to  E-4 

6.7 

7 

5.3 

9 

Shortage  of  MOS/Rating/Specialty 
Qualified  personnel 

5.6 

8 

4.0 

13 

Poor  mechanical  condition  of 
equipment/ weapons 

5.3 

9 

4.4 

11 

Lack  of  good  instruction  manual 
and  materials 

4.6 

10 

5.5 

8 

Being  below  strength  in  grades  E-5 
to  E-9 

3.8 

11 

3.7 

14 

Low  quality  of  personnel  in  low 
grade  unit  drill  positions 

3.2 

12 

2.3 

17 

Ineffective  training  during  annual 
training 

2.8 

13 

3.3 

15 

Low  attendance  of  unit  personnel  at 
unit  drill 

1.8 

14 

2.4 

16 

Low  attendance  of  unit  personnel  at 
annual  training 

1.2 

15 

2.0 

18 

Excessive  turnover  of  unit  personnel 

(a) 

— 

4.8 

10 

Inability  to  schedule  effective  unit 
annual  training,  due  to  gaining 
command’s  operating  schedule 

4.2 

12 

Uncertainty  about  future  status  of 
unit 

13.2 

2 

SOURCE:  1992  Reserve  Components  Survey,  Q.55: 1986  Reserve  Components  Survey.  Q.43. 


^These  problems  were  not  included  in  the  1986  survey. 
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Officer  rankings  are  given  in  Table  5.2.  We  see  the  same  patterns  as 
among  the  enlisted  personnel. 

•  The  proportion  reporting  each  problem  as  serious  has  decreased 
somewhat  between  1986  and  1992  (with  some  small  exceptions). 
For  example,  26  percent  of  the  1986  respondents  rated  insuffi¬ 
cient  time  to  plan  and  get  paperwork  done  (which  ranked  as  the 
highest  problem)  as  a  serious  problem  compared  to  only  21  per¬ 
cent  of  the  1992  officers. 

•  Uncertainty  about  the  future  status  of  the  unit  appears  to  be  as 
much  a  concern  among  officers  as  among  the  enlisted  personnel. 
It  ranks  second  in  importance. 

•  The  ranking  of  the  problems  does  not  change  substantially  be¬ 
tween  1986  and  1992.  Apart  from  uncertainty  about  the  future 
status  of  the  unit — a  problem  that  was  not  an  issue  in  1986 — lack 
of  time  and  lack  of  good  training  facilities  and  equipment  head 
the  list  and  mirror  the  concerns  of  the  enlisted  personnel. 

•  As  with  the  enlisted,  perceptions  of  unit  problems  are  not 
widespread.  Apart  from  the  problems  ranked  1  and  2,  all  the 
others  are  mentioned  by  fewer  than  10  percent  of  officers.  Thus, 
units  are  by  and  large  regarded  as  fairly  ready  to  meet  training 
and  mission  objectives. 

Figure  5.1  facilitates  a  comparison  between  officer  and  enlisted 
rankings.  It  shows  the  five  most  serious  problems  as  ranked  by  en¬ 
listed  personnel  along  with  the  proportions  reporting  them  as  seri¬ 
ous  problems.  It  also  shows  the  percentages  of  officers  regarding 
these  as  serious  problems  along  with  their  rankings  (shown  in  paren¬ 
theses  in  the  figure).  There  is  substantial  agreement  between  the  two 
groups,  although  shortage  of  time  is  clearly  a  much  bigger  problem 
for  officers  than  for  enlisted  personnel.  Personnel  problems,  which 
plagued  the  reserve  components  in  the  late  1970s  and  early  1980s, 
appear  to  have  been  largely  solved  by  the  mid-1980s — in  both 
surveys,  low  quality  of  unit  personnel  and  shortages  of  junior  or 
senior  staff  are  mentioned  by  only  5-10  percent  of  enlisted  personnel 
and  2-5  percent  of  officers  and  do  not  rank  in  the  top  five  problems. 
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Uncertainty  about  future 
status  of  unit® 


Lack  of  access  to  good 
training  facilities  and 
grounds 
Not  enough  time  to  plan 
training  objectives/get 
paperwork  done 

Out-of-date 

equipment/weapons 


Lack  of  supplies,  such  as 
ammunition,  gasoline,  etc. 


Not  enough  drill  time  to 
practice  skills*^ 


0  5  10  15  20  25 

Percentage 

^Arranged  in  order  of  enlisted  rankings 

^Officer  rankings  in  parentheses 

cThis  was  ranked  8th  by  enlisted  personnel 
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Figure  5.1 — Five  Most  Serious  Problems  Facing  the  Unit  in  Meeting  Its 
Training  Objectives,  1992:  Enlisted  Personnel  and  Officers 


DIFFERENCES  AMONG  COMPONENTS 

We  next  examine  the  question  of  components’  facing  different  sets  of 
problems  (as  perceived  by  reservists  who  serve  in  those  components) 
and  whether  particular  components  appear  to  be  outliers  in  terms  of 
seriousness  of  problems  when  compared  to  the  rest.  Tables  C.l  and 
C.2  present  the  entire  set  of  rankings  for  both  enlisted  personnel  and 
officers  by  component;  Tables  5.3  and  5.4  summarize  the  five  most 
serious  problems  in  each  component  as  ranked  by  enlisted 
personnel  and  officers. 

Among  the  enlisted,  reservists  in  the  two  Air  Reserve  components 
(particularly  the  ANG)  and  the  Marine  Corps  Reserve  are  by  far  the 
least  troubled  about  their  unit’s  ability  to  meet  its  training  objectives; 
the  percentages  reporting  any  given  problem  as  a  serious  hindrance 
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Table  5.3 


Five  Highest- Ranked  Problems  by  Component,  1992:  Enlisted  Personnel 


Problem 

ARNG 

USAR 

NR 

MCR 

ANG 

APR 

Uncertainty  about  future  status  of 

15.8 

19.2 

17.4 

9.8 

8.5 

15.7 

unit 

(1) 

(1) 

(3) 

(3) 

(2) 

(1) 

Lack  of  access  to  good  training 

15.5 

17.9 

22.5 

12.3 

7.2 

9.9 

facilities  and  grounds 

(2) 

(2) 

(1) 

(1) 

(4) 

(3) 

Below  strength  in  grades  E- 1  to 

14.2 

8.7 

10.3 

7.7 

3.2 

4.6 

E-4 

(3) 

(5) 

Out-of-date  equipment/weapons 

14.0 

15.6 

17.3 

7.6 

4.5 

4.7 

(4) 

(4) 

(4) 

Not  enough  time  to  plan  training 

objectives  and  get  all  adminis- 

12.4 

16.9 

18.8 

11.7 

8.8 

11.2 

trative  paperwork  done 

(5) 

(3) 

(2) 

(2) 

(1) 

(2) 

Lack  of  supplies,  such  as  ammu- 

9.4 

14.0 

14.8 

8.7 

5.0 

3.9 

nition,  gasoline,  etc. 

(5) 

(5) 

(4) 

(5) 

Not  enough  drill  time  to  practice 

9.8 

10.7 

9.8 

7.4 

7.8 

7.7 

skills 

(3) 

(4) 

Not  enough  staff  resources  to 

8.6 

11.2 

10.8 

7.5 

4.4 

6.6 

plan  training 

(5) 

SOURCE:  1992  Reserve  Components  Survey,  Q.55,  p. 

10. 

NOTE:  Ranks  are  given  in  parentheses. 

Table  5.4 

Five  Highest-Ranked  Problems  by  Component,  1992: 

Officers 

Problem 

ARNG 

USAR 

NR 

MCR 

ANG 

AFR 

Uncertainty  about  future  status  of 

13.6 

15.3 

11.5 

9.6 

7.9 

12.3 

unit 

(3) 

(2) 

(2) 

(3) 

(2) 

(2) 

Lack  of  access  to  good  training 

15.2 

11.7 

10.2 

7.8 

4.3 

5,7 

facilities  and  grounds 

(2) 

(3) 

(3) 

(4) 

(3) 

Below  strength  in  grades  E-1  to 

11.0 

4.5 

4.1 

5.8 

1.2 

2.1 

E-4 

(5) 

Out-of-date  equipment/weapons 

12.2 

9.9 

7.3 

5.2 

5.7 

3.7 

(5) 

(4) 

(4) 

Not  enough  time  to  plan  training 

objectives  and  get  all  adminis- 

20.5 

23.0 

27.5 

19.9 

13.9 

12.8 

trative  paperwork  done 

(1) 

{!) 

(1) 

(1) 

(!) 

{1} 

Lack  of  supplies,  such  as  ammu- 

10.4 

10.5 

6.0 

4.5 

5.1 

2.4 

nition,  gasoline,  etc. 

(4) 

(5) 

Not  enough  drill  time  to  practice 

13.0 

10.4 

5.5 

10.8 

6.4 

5.6 

skills 

(4) 

(5) 

(2) 

(3) 

(4) 

Not  enough  staff  resources  to 

5.3 

8.9 

6.8 

5.0 

3.3 

4.6 

plan  training 

(5) 

(5) 

SOURCE:  1992  Reserve  Components  Survey,  Q.55,  p.  10. 
NOTE:  Ranks  are  given  in  parentheses. 
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in  meeting  unit  objectives  are  very  small,  generally  much  less  than  10 
percent.  Naval  reservists  appear  to  be  the  most  vocal  about  prob¬ 
lems  with  23  percent  complaining  about  lack  of  access  to  good  train¬ 
ing  facilities  (the  highest  rate  among  all  the  components),  and  19 
percent  complaining  about  the  lack  of  time  for  planning  and  paper¬ 
work.  Uncertainty  about  the  future  and  lack  of  manuals,  supplies, 
and  modern  equipment/weapons  were  other  major  concerns.  These 
were  all  concerns  for  the  Army  Reserve  and  Army  Guard  as  well  (less 
serious  for  the  Guard  in  general).  The  Army  Guard  also  appeared  to 
be  concerned  with  being  below  strength  in  the  junior  grades;  this  was 
not  a  concern  for  the  other  components. 

Among  officers,  as  with  the  enlisted,  we  find  that  the  two  Air  Reserve 
components  appear  to  be  the  most  sanguine  about  their  unit's  ability 
to  meet  training  objectives,  whereas  the  Naval  Reserve  and  the  two 
Army  components  have  the  highest  percentages  of  officers  reporting 
any  given  problem  as  serious.  The  five  highest-ranked  concerns 
mirror  those  of  the  enlisted.  Time  is  a  serious  constraint  for  all  com¬ 
ponents — it  is  ranked  number  1  by  all  officers,  regardless  of  compo¬ 
nent,  and  it  is  clearly  a  far  more  serious  problem  for  officers  than  for 
enlisted.  Close  to  30  percent  of  Naval  Reserve  officers  mention  it  as  a 
serious  hindrance  as  do  20  percent  of  officers  in  the  ARNG,  USAR, 
and  MGR.  Uncertainty  about  the  future  status  of  the  unit  is  a  serious 
concern  but  far  fewer  in  the  MGR  and  ANG  mention  it  (the  same 
pattern  as  for  the  enlisted  personnel).  Other  problems  frequently 
mentioned  are  lack  of  access  to  good  training  facilities  (not  as  serious 
for  the  two  Air  Reserve  components)  and  lack  of  supplies  and  mod¬ 
ern  equipment.  In  addition,  unlike  the  enlisted  personnel,  not 
enough  drill  time  to  practice  skills  is  also  high  on  the  list  of  all  but  the 
Naval  Reserve  officers. 

SUMMARY 

•  It  is  clear  that  the  majority  of  reservists  do  not  perceive  serious 
problems  in  their  unit's  ability  to  meet  training  objectives. 
Overall,  there  has  not  been  a  dramatic  shift  between  1986  and 
1992  in  perceptions  of  the  seriousness  of  problems  or  the  types 
of  problems  reservists  cite  in  meeting  training  objectives.  This 
indicates  that  peacetime  perceptions  of  units'  ability  to  meet 
training  objectives  (and  so  eventually  to  carry  out  their  missions) 
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are  not  changed  by  the  experience  of  mobilization.  Such 
perceptions  may  prove  useful  indicators  in  designing  better 
training  and  personnel  policies  that  could  enhance  training  and 
ultimately  readiness. 

It  is  not  surprising  that,  given  the  drawdown  and  the  uncertain 
and  changing  environment,  uncertainty  about  the  future  status 
of  the  unit  (not  previously  an  issue)  is  a  major  concern  voiced  by 
a  significant  proportion  of  both  enlisted  personnel  and  officers. 

There  is  a  fair  amount  of  consistency  in  the  problems  mentioned 
by  the  reservists  in  the  different  components,  although  there  is  a 
difference  in  the  perceptions  of  how  serious  these  problems  are. 
By  and  large,  the  air  components  seem  pretty  satisfied  with  their 
ability  to  meet  training  objectives  but  the  naval  reserve  and  the 
two  army  components  are  somewhat  less  optimistic. 


Chapter  Six 

ABILITY  OF  UNITS  TO  MEET  TRAINING  OBJECTIVES: 
DIFFERENCES  IN  PERCEPTIONS  OF  MOBILIZED 
AND  NONMOBILIZED  RESERVISTS 


We  hypothesized  that  perceptions  of  problems  facing  units  in  terms 
of  their  ability  to  meet  training  objectives  might  differ  between  mo¬ 
bilized  and  nonmobilized  personnel  because  of  the  direct  experience 
of  mobilization  gained  from  ODS/S.  It  was  not  clear,  however, 
whether  mobilization  would  result  in  increased  perceptions  of 
problems  or  vice  versa.  If  the  experience  of  being  called  up  revealed 
shortcomings  in  equipment,  weapons,  training,  or  manning,  it  was 
likely  that  mobilized  personnel  would  be  more  vocal  in  their  dissatis¬ 
faction  with  their  unit  and  its  perceived  ability  to  meet  training  ob¬ 
jectives.  However,  if  the  unit  was  mobilized  successfully  and  per¬ 
formed  well  in  ODS/S,  then  mobilized  personnel  in  these  units 
would  be  more  satisfied  and  less  likely  to  complain  or  find  serious 
faults  with  their  unit. 

PERCEPTIONS  OF  UNITS’  ABILITY  TO  MEET  TRAINING 
OBJECTIVES:  MOBILIZED  AND  NONMOBILIZED 
RESERVISTS 

Tables  6.1  and  6.2  present  the  rankings  of  problems  by  nonmobilized 
and  mobilized  personnel  based  on  the  percentages  of  nonmobilized 
and  mobilized  personnel  reporting  a  given  problem  as  being  serious. 
By  and  large,  the  percentages  reporting  serious  problems  are 
remarkably  similar  for  the  two  groups  among  both  officers  and 
enlisted  personnel.  Among  the  enlisted,  mobilized  personnel  are 
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Table  6.1 

Perceived  Problems  in  Meeting  Unit  Training  Objectives: 
Rankings  by  Enlisted  Personnel,  1992 


Nonmobilized 
Personnel 
Percent 
Seeing 
a  Serious 


Mobilized 

Personnel 


Percent 
Seeing 
a  Serious 


Problem 


Problem  Ranking  Problem  Ranking 


Not  enough  time  to  plan  training 
objectives  and  get  all  administrative 
paperwork  done 
Lack  of  access  to  good  training 
facilities  and  grounds 
Out-of-date  equipment/weapons 
Not  enough  drill  time  to  practice 
skills 

Lack  of  supplies,  such  as  ammunition, 
gasoline,  etc. 

Not  enough  staff  resources  to  plan 
training 

Being  below  strength  in  grades  E-1  to 
E-4 

Shortage  of  MOS /Rating/ Specialty 
Qualified  personnel 
Poor  mechanical  condition  of 
equipment/ weapons 
Lack  of  good  instruction  manual  and 
materials 

Being  below  strength  in  grades  E-5  to 
E-9 

Low  quality  of  personnel  in  low  grade 
unit  drill  positions 
Ineffective  training  during  annual 
training 

Low  attendance  of  unit  personnel  at 
unit  drill 

Low  attendance  of  unit  personnel  at 
annual  training 

Excessive  turnover  of  unit  personnel 
Inability  to  schedule  effective  unit 
annual  training,  due  to  gaining 
command’s  operating  schedule 
Uncertainty  about  future  status  of 
unit 


13.7 

3 

15.2 

2 

15.7 

2 

15.6 

1 

13.3 

4 

11.6 

4 

9.7 

8 

9.3 

7 

10.4 

5 

10.5 

5 

8.8 

10 

9.0 

8 

10.4 

5 

8.9 

9 

6.4 

14 

6.2 

15 

8.3 

11 

8.4 

11 

9.9 

7 

10.5 

5 

4.8 

18 

6.4 

14 

5.7 

16 

3.5 

18 

7.3 

12 

6.9 

13 

5.7 

16 

5.9 

16 

9.2 

9 

4.4 

17 

7.3 

12 

8.7 

10 

6.3 

15 

7.3 

12 

16.7 

1 

13.6 

3 

SOURCE:  1992  Reserve  Components  Survey,  Q.55. 
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Table  6.2 

Perceived  Problems  in  Meeting  Unit  Training  Objectives: 
Rankings  by  Officers,  1992 


Problem 

Nonmobilized 

Personnel 

Percent 

Seeing 
a  Serious 

Problem  Ranking 

Mobilized 

Personnel 

Percent 

Seeing 
a  Serious 

Problem  Ranking 

Not  enough  time  to  plan  training 
objectives  and  get  all  administrative 
paperwork  done 

21.0 

1 

22.2 

1 

Lack  of  access  to  good  training 
facilities  and  grounds 

10.7 

3 

11.1 

3 

Out-of-date  equipment/weapons 

8.7 

5 

8.8 

6 

Not  enough  drill  time  to  practice 
skills 

8.9 

4 

9.9 

4 

Lack  of  supplies,  such  as  ammunition, 
gasoline,  etc. 

7.8 

6 

8.9 

5 

Not  enough  staff  resources  to  plan 
training 

6.5 

7 

7.3 

7 

Being  below  strength  in  grades  E-1  to 
E-4 

5.6 

8 

4.4 

13 

Shortage  of  MOS/Rating/Specialty 
Qualified  personnel 

3.9 

13 

4.5 

12 

Poor  mechanical  condition  of 
equipment/weapons 

4.2 

11 

5.0 

9 

Lack  of  good  instruction  manual  and 
materials 

5.4 

9 

5.8 

8 

Being  below  strength  in  grades  E-5  to 
E-9 

3.5 

14 

4.3 

14 

Low  quality  of  personnel  in  low  grade 
unit  drill  positions 

2.3 

17 

2.3 

16 

Ineffective  training  during  annual 
training 

3.2 

15 

3.6 

15 

Low  attendance  of  unit  personnel  at 
unit  drill 

2.6 

16 

2.0 

17 

Low  attendance  of  unit  personnel  at 
annual  training 

2.0 

18 

1.9 

18 

Excessive  turnover  of  unit  personnel 

4.8 

10 

4.7 

11 

Inability  to  schedule  effective  unit 
annual  training,  due  to  gaining 
command's  operating  schedule 

4.0 

12 

4.9 

10 

Uncertainty  about  future  status  of 
unit 

12.9 

2 

14.1 

2 

SOURCE:  1992  Reserve  Components  Suivey,  Q.55. 
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slightly  more  concerned  about  the  future  status  of  the  unit,  but  this  is 
not  true  among  officers.  Other  differences  are  very  small  and  not 
significant. 

DIFFERENCES  IN  PERCEPTIONS  AMONG  COMPONENTS 

We  also  examined  the  perceptions  of  mobilized  and  nonmobilized 
personnel  in  different  components  to  see  whether  there  were 
significant  differences  among  them  in  their  ratings  of  their  unit’s 
ability  to  meet  training  objectives  (Tables  C.3-C.12).  Our  hypothesis 
regarding  the  likelihood  of  differences  in  perceptions  of  unit 
problems  was  not  borne  out:  Overall,  we  found  little  or  no  difference 
among  mobilized  and  nonmobilized  reservists  with  respect  to  this 
issue  and  this  was  true  among  both  enlisted  personnel  and  officers. 

SUMMARY 

•  Mobilized  reservists  do  not  express  higher  (or  lower)  levels  of 
concern  about  unit  training  problems  nor  do  they  express  differ¬ 
ent  types  of  concerns  from  nonmobilized  reservists.  The  ODS/S 
experience  seems  not  to  have  shifted  reservists'  perceptions 
about  their  units'  training  readiness  or  the  types  of  problems  that 
hinder  meeting  training  objectives. 

•  The  stability  of  perceptions  of  problems  facing  units  in  meeting 
training  objectives  pre-  and  post-ODS/S  and  the  similarity  of 
perceptions  between  mobilized  and  nonmobilized  reservists 
may  indicate  that  reservists  are  good  judges,  even  in  peacetime, 
of  the  difficulties  units  face  in  meeting  training  objectives.  Their 
perceptions  may  provide  a  good  basis  for  designing  training  and 
personnel  policies  aimed  at  enhancing  unit  performance. 


Chapter  Seven 


POTENTIAL  PROBLEMS  FACING  RESERVISTS  IN 
FUTURE  RESERVE  MOBILIZATIONS: 

EVIDENCE  FROM  ODS/S 


Reservists  who  served  in  ODS/S  were  the  first  to  experience  a  large- 
scale  reserve  mobilization  since  Korea,  The  1992  survey  attempted 
to  capture  this  experience  to  assess  potential  problems  that  could  be 
associated  with  future  mobilizations  and  to  understand  the  need  for 
revised  compensation  and  personnel  policies  to  alleviate  these 
problems. 

POTENTIAL  PROBLEMS  IN  THE  EVENT  OF  MOBILIZATION 
All  Reservists 

Figures  7.1  and  7.2  present  separate  data  for  enlisted  personnel  and 
officers  on  potential  problems  that  reservists  are  likely  to  face  if 
called  up.  In  each  figure,  the  percentages  shown  are  for  those 
responding  that  the  given  problem  would  be  a  serious  or  somewhat 
serious  one  for  them  and/or  their  families  if  they  were  mobilized. 
The  order  of  listed  problems  differs  between  the  two  figures  but  not 
substantially  so.  In  fact,  the  five  most  serious  problems  are  exactly 
the  same.  For  both  groups,  loss  of  income  during  call-up  is  the  most 
serious  problem  reservists  would  face:  38  percent  of  the  enlisted  and 
34  percent  of  the  officers  listed  this  as  a  serious  or  somewhat  serious 
problem. 

The  next  most  serious  concerns  are  those  centered  on  the  family: 
burdens  on  spouse,  increased  family  problems,  and  problems  for 
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Loss  of  income 
during  call-up 

Burden  on  spouse 

Loss  of  civilian  health 
benefits 

Increased  family  problems 


Problems  for  children 

Loss  of  seniority/ 
promotion  opportunity 
Employer  problems  at 
beginning  of  call-up 

Child  care  during  call-up 

Getting  the  same  job  after 
returning 
Employer  problems  after 
returning 
Spouse  would  need  to 
work/would  not  find  job 
Increased  chance  for 
separation/divorce 

Attitudes  of  supervisor/ 
coworkers 
Business/medical  practice 
would  be  damaged 

Problems  for  patients/ 
clients/customers 

0  10  20  30  40 

Percentage  responding  “serious/somewhat  serious” 
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Figure  7.1 — Potential  Problems  for  Enlisted  Personnel  If  Called  Up 


children.  From  25-29  percent  are  concerned  about  the  burden  mo¬ 
bilization  would  place  on  their  spouses,  and  another  16-20  percent 
mentioned  more  general  family  problems  and  problems  connected 
with  children. 

It  is  important  to  note  that  loss  of  civilian  health  benefits  ranks  quite 
high  for  both  groups  with  about  one-fifth  of  the  reservists  mention¬ 
ing  this  as  a  serious/somewhat  serious  problem.  Preliminary  data 
from  the  1991  Survey  of  Mobilized  and  Nonmobilized  Reservists 
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Loss  of  income 
during  call-up 

Burden  on  spouse 

Loss  of  civilian  health 
benefits 

Increased  family  problems 
Problems  for  children 

Employer  problems  at 
beginning  of  call-up 
Loss  of  seniority/ 
promotion  opportunity 

Getting  the  same  job  after 
returning 
Business/medical  practice 
would  be  damaged 

Problems  for  patients/ 
clients/customers 
Employer  problems  after 
returning 

Child  care  during  call-up 

Attitudes  of  supervisor/ 
coworkers 

Increased  chance  for 
separation/divorce 
Spouse  would  need  to 
work/would  not  find  job 

0  10  20  30  40 

Percentage  responding  “serious/somewhat  serious” 
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Figure  7.2 — Potential  Problems  for  Officers  If  Called  Up 


showed  that  income  losses  and  additional  expenses  were  not  the 
only  financial  problems  suffered  by  those  who  were  mobilized. 

Benefits  such  as  medical,  dental,  and  life  insurance,  which  were 
normally  provided  by  civilian  employers,  were  either  curtailed  or 
terminated  for  a  significant  proportion  of  mobilized  reservists. 
Among  those  who  had  an  employer-provided  benefit — life 
insurance,  medical  insurance,  dental  insurance,  pension  plan- 
before  mobilization,  the  proportion  of  those  losing  that  benefit  when 


78  Costs  and  Benefits  of  Reserve  Participation 


mobilized  ranged  from  40-60  percent,  depending  on  benefit  and 
rank  (Figure  7.3). ^  In  addition,  (not  altogether  surprising),  77  percent 
of  officers  and  81  percent  of  enlisted  personnel  did  not  receive  any 
civilian  pay  during  the  period  of  mobilization.  For  the  other  20 
percent,  the  civilian  employer  generally  replaced  some  proportion  of 
the  difference  between  their  civilian  and  their  military  pay.^ 
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Figure  7.3 — Percentage  of  Mobilized  Sample  Losing  Civilian  Benefits  and 
Pay  During  Mobilization 


^Health  and  dental  benefits  should  be  provided  by  the  military.  However,  administra¬ 
tive  obstacles  may  prove  a  formidable  barrier  to  using  these  benefits. 

About  11-25  percent  of  reservists  do  not  get  such  benefits  from  their  employers;  this 
group  has  been  omitted  from  the  above  calculations.  If  we  include  them,  we  find  that 
about  30-40  percent  of  all  reservists  lose  civilian  benefits  of  one  form  or  another,  when 
mobilized. 

^Employers  have  specific  policies  regarding  civilian  pay  during  the  two  weeks  of  an¬ 
nual  training,  but  these  policies  do  not  apply  to  mobilization  periods  as  was  clear  dur¬ 
ing  ODS/S. 
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Concern  about  their  civilian  jobs  ranks  next  in  importance:  prob¬ 
lems  with  employers  at  the  beginning  of  the  call-up,  loss  of  seniority 
or  promotion  during  the  time  away,  and  difficulty  returning  to  the 
same  job.  In  general,  attitudes  of  employers  or  coworkers  did  not 
appear  to  be  a  problem.  One  notable  difference  between  enlisted 
personnel  and  officers  in  the  ranking  of  problems  is  the  higher  pro¬ 
portion  of  officers  who  responded  to  questions  focusing  on  busi¬ 
ness/medical  practices  and  the  likely  adverse  effects  of  mobilization 
on  such  practices.  This  is  due  to  the  higher  percentage  of  self- 
employed  among  the  officers,  particularly  doctors. 

Differences  in  Rankings  by  Employment  and  Marital  Status 

The  problems  faced  by  individual  reservists  will  depend  on  their  type 
of  employment  and  marital /family  status.  To  highlight  these  differ¬ 
ences,  we  examined  the  answers  by  both  employment  status  and 
marital/dependent  status.  Table  7.1  shows  the  prevalence  of  the  five 
most  serious  problems  for  enlisted  personnel  and  officers  who  are 
self-employed,  employed  full-time,  or  employed  part-time  in  the 
civilian  sector.  There  are  some  clear-cut  differences.  Loss  of  income 
still  dominates  the  list  across  the  three  groups  and  clearly  is  more 
important  to  those  who  are  self-employed  or  employed  full-time. 
From  40-45  percent  of  these  groups  voice  such  concerns.  Self-em¬ 
ployed  officers  are  particularly  concerned  about  the  potential  dam¬ 
age  to  businesses  or  practices  and  the  problems  created  for  clients  or 
patients  by  their  absence— from  50-60  percent  of  them  mention 
these  problems,  as  do  30-36  percent  of  the  self-employed  enlisted. 
Loss  of  civilian  health  benefits  mainly  affects  those  who  are 
employed  full-time  and  so  are  likely  to  be  receiving  such  benefits. 

Table  7.2  shows  the  rankings  of  serious  problems  based  on  a  four¬ 
way  classification  of  reservists  according  to  marital  status  and  pres¬ 
ence  of  dependents:  single,  no  dependents;  single,  with  dependents; 
married,  no  dependents;  married,  with  dependents.  These  groups 
vary  with  respect  to  the  types  of  problems  they  face  and  the 
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Table  7.1 

Rankings  of  Most  Serious  Potential  Problems  If  Called  Up 
by  Employment  Status 


Problem 

Enlisted 

Officers 

Self- 

Employed 

Full- 

Time 

Part- 

Time 

Self- 

Employed 

Full- 

Time 

Part- 

Time 

Loss  of  income  during  the 

39.4 

43.4 

24.8 

45.0 

36.1 

24.0 

call-up 

(1) 

(1) 

(1) 

(3) 

(1) 

(1) 

Business/medical  practice 

36.2 

4.6 

3.7 

59.7 

10.2 

11.4 

would  be  damaged 

(2) 

(1) 

Problems  for  patients, 

28.9 

4.0 

3.3 

51.7 

11.1 

9.6 

clients,  customers 

(3) 

(2) 

Burden  on  spouse 

25.9 

27.5 

15.1 

29.4 

28.7 

23.9 

(4) 

(2) 

(2) 

(4) 

(2) 

(2) 

Employer  problems  at  the 

15.8 

13.5 

8.6 

23.4 

17.6 

13.8 

beginning  of  the  call-up 

(5) 

(5) 

Loss  of  civilian  health 

10.0 

24.3 

9.2 

10.8 

26.2 

11.6 

benefits 

(3) 

(3) 

Increased  family  problems 

16.9 

18.2 

14.6 

17.2 

18.1 

20.2 

(4) 

(3) 

(4) 

(3) 

Problems  for  children 

15.3 

17.0 

9.9 

13.7 

16.8 

19.0 

(5) 

(4) 

Loss  of  seniority/ 

7.6 

16.3 

11.3 

7.1 

17.9 

11.5 

promotion  opportunity 

(4) 

(5) 

Getting  the  same  job  back 

7.1 

12.9 

11.3 

15.0 

14.0 

8.4 

after  returning 

(4) 

Child  care  during  the  call- 

10.1 

12.5 

8.2 

8.3 

9.5 

14.9 

_ EE _ 

(5) 

SOURCE:  1992  Reserve  Components  Survey,  Q.29,  p.  7. 


resources  they  have  available  to  meet  these  problems.  Regardless  of 
group,  loss  of  income  is  the  biggest  problem  reported  although,  as 
could  be  expected,  those  with  dependents  appear  to  be  more  con¬ 
cerned  about  the  potential  loss  of  income  during  mobilization.  Sin¬ 
gles  with  no  dependents  face  very  few  family  problems  and  are  more 
concerned  with  problems  related  to  their  civilian  job.  Burden  on 
spouse  is  a  serious  problem  for  those  with  spouses,  and  increased 
family  problems  and  problems  for  children  are  particular  concerns  of 
those  with  dependents.  Making  provision  for  child  care  during  call¬ 
up  is  of  particular  concern  to  single  parents. 
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Table  7.2 

Rankings  of  Most  Serious  Potential  Problems  If  Called  Up 
by  Marital/Dependent  Status 


Single, 

Single, 

Married, 

Married, 

No 

with 

No 

with 

Problem 

Dependents 

Dependents 

Dependents 

Dependents 

Enlisted 

Loss  of  income  during 

the  call-up 

30.9 

34.5 

37.2 

42.1 

Burden  on  spouse 

— 

10.1 

31.8 

40.3 

Loss  of  civilian  health 

benefits 

10.9 

16.5 

19.6 

26.9 

Problems  for  children 

— 

24.2 

— 

26.0 

Increased  family  prob- 

lems 

4.5 

16.4 

17.4 

23.2 

Child  care  during  the 

call-up 

— 

17.6 

— 

19.6 

Loss  of  seniority/ 

promotion  opportunity 

13.8 

14.4 

14.1 

14.1 

Employer  problems  at 

the  beginning  of  the 

call-up 

12.1 

10.6 

12.7 

12.1 

Getting  the  same  job 

back  after  returning 

12.3 

11.4 

12.4 

11.5 

Officers 

Loss  of  income  during 

the  call-up 

27.9 

35.4 

32.8 

35.7 

Burden  on  spouse 

— 

5.6 

26.1 

37.8 

Loss  of  civilian  health 

benefits 

16.1 

25.8 

20.2 

25.1 

Problems  for  children 

— 

27.6 

— 

23.0 

Increased  family  prob- 

lems 

5.2 

19.0 

15.8 

21.9 

Child  care  during  the 

call-up 

— 

16.5 

— 

13.9 

Loss  of  seniority/ 

promotion  opportunity 

17.0 

18.0 

18.9 

15.0 

Employer  problems  at 

the  beginning  of  the 

call-up 

17.1 

14.7 

16.4 

17.1 

Getting  the  same  job 

back  after  returning 

14.6 

15.1 

15.5 

13.2 

SOURCE:  1992  Resei-ve  Components  Survey,  Q.29,  p.  7. 
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Differences  in  Rankings  of  Potential  Problems:  Doctors  and 
Pilots 

Among  officers,  we  examined  data  for  doctors  and  pilots  separately; 
recruiting  and  retention  of  these  groups  is  a  matter  of  some  concern 
to  the  Reserve  Components  and  there  is  both  anecdotal  and  experi¬ 
ential  data  to  suggest  that  these  two  groups  were  hardest  hit  by 
ODS/S  in  terms  of  income/business  losses  faced  by  the  reservists 
during  mobilization.  Each  of  these  groups  constituted  a  little  over  3 
percent  of  the  officers.  Figure  7.4  shows  the  rankings  of  the  various 
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Percentage  responding  “serious/somewhat  serious” 


Figure  7.4— Potential  Problems  for  Doctors  If  Called  Up 
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problems  among  doctors.  Almost  70  percent  report  that  loss  of  in¬ 
come  if  mobilized  would  be  a  serious /somewhat  serious  problem- 
far  higher  than  any  of  the  other  groups  we  have  seen  thus  far.  Be¬ 
tween  60  and  65  percent  are  concerned  about  the  effect  their 
absence  would  have  on  their  medical  practices  and  on  their  patients; 
30  percent  are  worried  about  problems  caused  to  their  employers  (or 
themselves,  if  self-employed)  when  they  are  first  called  up;  and  a  fifth 
are  concerned  about  the  loss  of  civilian  benefits.  Family  issues  (with 
the  exception  of  the  burden  this  would  place  on  their  spouses),  while 
important,  rank  somewhat  lower  on  the  scale:  about  40  percent  re¬ 
port  that  this  would  be  a  burden  on  their  spouse,  and  20  percent  are 
worried  about  increased  family  problems  and  problems  for  children. 
By  and  large,  doctors  appear  to  be  far  more  concerned  about  the 
financial  and  family  burdens  of  being  mobilized  than  any  other 
group. 

It  is  somewhat  surprising  that  pilots  appear  to  be  the  opposite  of 
doctors  in  terms  of  prevalence  and  magnitude  of  problems  (Figure 
7.5).  With  the  exception  of  three  problems,  the  percentage 
mentioning  other  problems  as  serious  was  smaller  than  10  percent. 
Over  one-half  mentioned  loss  of  income  as  a  serious/somewhat 
serious  problem,  another  40  percent  were  concerned  about  loss  of 
civilian  health  benefits  (by  far,  the  highest  among  all  the  groups),  and 
another  12  percent  voiced  concern  about  the  possible  increased 
chances  for  a  marital  separation/divorce.  Other  family  concerns 
ranked  far  lower.  One  possible  explanation  is  that  the  nature  of  a 
pilot’s  job  itself  takes  him/her  away  from  home  frequently  and  thus 
being  mobilized  and  having  to  be  away  for  extended  periods  of  time 
is  not  as  likely  to  cause  major  family  disruptions  or  problems  as  for 
individuals  in  other  occupations.  Another  reason  is  that  pilots  often 
served  in  ODS/S  for  short  tours  of  duty  rather  than  an  extended  6- 
month  tour.  They  were  thus  less  often  absent  from  home  or  their 
job. 


84  Costs  and  Benefits  of  Reserve  Participation 


Loss  of  income 
during  call-up 

Loss  of  civilian  health 
benefits 
Increased  chance  for 
separation/divorce 
Attitudes  of  supervisor/ 
CO  workers 
Employer  problems  at 
beginning  of  call-up 

Child  care  during  call-up 

Loss  of  seniority/ 
promotion  opportunity 

Increased  family  problems 

Spouse  would  need  to 
work/would  not  find  job 

Getting  the  same  job  after 
returning 
Employer  problems  after 
returning 

Business/medical  practice 
would  be  damaged 

Problems  for  children 

Problems  for  patients/ 
clients/customers 

Burden  on  spouse 


0  20  40  60  80 

Percentage  responding  “serious/somewhat  serious” 
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MOBILIZED  VERSUS  NONMOBILIZED  RESERVISTS 

To  test  whether  the  perceptions  of  mobilization  problems  changed 
for  ODS/S  veterans,  we  analyzed  the  two  groups  of  mobilized  and 
nonmobilized  reservists  separately.  We  first  examine  differences  be¬ 
tween  the  two  in  terms  of  reported  problems  during  mobilization.  In 
the  case  of  the  mobilized  sample,  these  problems  are  based  on  actual 
experience  and  we  hypothesized  that  the  magnitude  of  problems  for 
this  group  was  likely  to  be  different  (either  greater  or  smaller)  than 
for  the  nonmobilized  reservists.  The  argument  underlying  this  hy- 
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pothesis  is  that  mobilization  and  the  kinds  of  stresses  and  strains  it 
may  bring  are  unlikely  to  be  fully  understood  beforehand;  however, 
in  some  instances,  the  opposite  might  be  true  in  that  the  reality  may 
not  prove  as  bad  as  the  imagining. 

Figures  7.6  and  7.7  present  the  rankings  of  mobilization  problems  for 
mobilized  and  nonmobilized  enlisted  personnel  and  officers.  With 
some  exceptions,  the  type  and  ranking  of  problems  appear  to  be  very 
similar  for  the  mobilized  and  nonmobilized  group.  Among  enlisted 
personnel,  the  major  differences  are  that  a  higher  proportion  of 
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Figure  7.6 — Problems  for  Reservists  If  Called  Up:  Mobilized  and 
Nonmobilized  Enlisted  Personnel 
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Figure  7.7 — Problems  for  Reservists  If  Called  Up:  Mobilized  and 
Nonmobilized  Officers 


nonmobilized  reservists  are  concerned  about  income  loss  compared 
to  mobilized  reservists,  whereas  the  latter  are  more  concerned  about 
the  increased  possibility  of  divorce/ separation.^  Mobilized  reservists 
are  more  concerned  about  the  problems  for  children  and  the  in- 


^Nonmobilized  reservists  may  find  it  difficult  to  measure  the  difference  between  what 
they  currently  earn  (civilian  and  reserve  pay)  and  what  they  would  earn  if  called  up. 
Knowing  that  they  would  lose  most  or  all  civilian  pay  might  lead  them  to  overestimate 
potential  loss  in  income  during  mobilization.  This  may  partially  account  for  the 
difference  seen  here. 
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creased  chance  for  separation/divorce  than  their  nonmobilized 
counterparts.  In  addition,  they  appear  far  more  concerned  about 
theattitudes  of  supervisors  and  coworkers;  this  reinforces  what  we 
had  seen  earlier — the  increase  in  unfavorable  attitudes  towards 
Guard /Reserve  participation  reported  by  mobilized  reservists  on  the 
part  of  their  civilian  supervisors.  Although  the  percentage  is  still 
quite  low,  this  is  an  area  to  which  the  reserves  may  need  to  pay  par¬ 
ticular  attention,  given  that  our  current  military  plans  call  for  much 
more  frequent  use  of  the  reserves. 

The  data  seem  to  suggest  rather  strongly  that  reservists  appear  to  be 
quite  informed  about  the  possible  consequences  of  mobilization  and 
the  problems  they  are  likely  to  face  and  that  the  actual  experience  of 
being  mobilized  does  not  seem  very  different  from  their  percep¬ 
tions — with  the  possible  exception  of  income  loss,  strains  on  chil¬ 
dren  and  marriages,  and  some  employer  problems. 


POTENTIAL  LOSS  IN  INCOME  DURING  MOBILIZATION 

The  possibility  of  income  loss  is  the  most  serious  concern  for 
reservists  during  mobilization — but  the  threat  of  income  loss  appears 
to  be  greater  than  that  actually  experienced  by  those  mobilized 
(perhaps  for  the  reason  given  earlier).  Figures  7.8  and  7.9  show  the 
percentage  of  enlisted  personnel  and  officers  reporting  that  income 
would  decrease  greatly  if  they  were  to  be  mobilized  for  30  days  or 
more.  Overall,  20  percent  of  the  mobilized  enlisted  sample  said  they 
would  face  a  decrease  in  income  compared  to  26  percent  of  the 
nonmobilized  group.  This  pattern  holds  true  across  almost  all 
paygrades.  There  is  little  difference  among  officers,  with  about  27 
percent  of  both  groups  reporting  a  “great”  decrease  in  income  if 
mobilized.  The  pattern  is  not  clearcut,  however:  A  much  higher 
percentage  of  0-ls  who  were  mobilized  (31  percent)  report  that  their 
income  would  decrease  greatly  relative  to  those  not  mobilized  (23 
percent),  but  the  reverse  is  true  for  some  of  the  more  senior  grades. 
It  may  be  that  the  effects  of  mobilization  have  been  harsher  on  the 
more  junior  officers. 
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Figure  7.8— Percentage  Reporting  That  Income  Would  Decrease  Greatly  If 
Mobilized  for  30  Days:  Mobilized  and  Nonmobilized  Enlisted  Personnel 
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Figure  7.9— Percentage  Reporting  That  Income  Would  Decrease  Greatly  If 
Mobilized  for  30  Days:  Mobilized  and  Nonmobilized  Officers 
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SUMMARY 

•  Family  and  economic  issues  are  the  dominant  concern  of  re¬ 
servists  when  mobilized: 

—  The  loss  of  income  is  the  most  important  concern  of  re¬ 
servists,  mentioned  by  35-40  percent  of  the  reservists; 

—  Burden  on  spouses  and  increased  family  problems  are  men¬ 
tioned  by  20-30  percent;  and 

—  Loss  of  civilian  health  benefits  ranks  third,  mentioned  by 
one-fifth  of  the  reservists. 

•  Employer-related  concerns — problems  with  employers  when 
mobilized  and  returning,  getting  the  same  job  back,  loss  of  good 
will  from  clients — are  somewhat  lower  down  on  the  list. 

•  Potential  problems  during  mobilization  vary  markedly  among 
different  groups  of  reservists:  Self-employed  reservists  and  doc¬ 
tors  naturally  express  very  high  levels  of  concern  regarding  in¬ 
come  loss  and  damage  to  business  or  practice;  loss  of  civilian 
health  benefits  ranks  much  higher  among  pilots  than  any  other 
group;  family  problems  (burden  on  spouse,  problems  for  chil¬ 
dren,  etc.)  weigh  heavily  on  the  minds  of  those  with  families. 

•  Mobilized  and  nonmobilized  reservists  do  not  have  drastically 
different  perceptions  of  problems  in  a  future  mobilization,  sug¬ 
gesting  that  reservists  have  relatively  accurate  perceptions  of  the 
problems  they  are  likely  to  face  if  called  up,  with  a  couple  of  ex¬ 
ceptions.  Nonmobilized  reservists  are  more  concerned  about  in¬ 
come  loss  and  loss  of  civilian  health  care  benefits  compared  to 
mobilized  reservists,  suggesting  that  the  reality  was  not  as  bad  as 
expected;  on  the  other  hand,  mobilized  reservists  express  more 
concern  about  marital  stability  and  concern  for  children  in  fu¬ 
ture  mobilizations. 


Chapter  Eight 

CONCLUSIONS 


The  Selected  Reserve  has  become  increasingly  senior  and  more  ex¬ 
perienced  from  1986  to  1992.  In  addition,  the  quality  of  the  force  has 
also  improved  significantly.  Despite  this,  the  attitudes,  characteris¬ 
tics,  and  family  and  work  environments  of  reservists  in  1992  are  re¬ 
markably  similar  to  those  reported  by  reservists  in  the  1986  survey.  ^ 

MOTIVATION  FOR  STAYING  IN  THE  GUARD/RESERVE, 
FAMILY  AND  WORK  ENVIRONMENTS,  1986  AND  1992 

The  motivation  for  staying  in  the  guard/reserve  appears  to  have 
shifted  from  1986  to  1992:  Among  enlisted  personnel,  there  is  less 
emphasis  on  immediate  compensation  and  promotion  and  greater 
importance  placed  on  educational  benefits;  among  officers,  patriotic 
and  job  satisfaction  motives  were  more  frequently  mentioned.  Ex¬ 
panded  educational  benefits  may  have  attracted  a  newer  group  of 
young  enlisted  personnel  whose  primary  motivation  is  obtaining 
money  for  college  rather  than  long-term  reserve  service. 

There  is,  however,  a  small  but  definite  increase  in  levels  of  dissatis¬ 
faction  with  military  pay  and  opportunities  for  education/training 


^We  should  point  out  that  the  1992  survey  has  a  50  percent  nonresponse  rate  and  that 
young,  single,  black,  junior  reservists  tended  to  have  the  highest  rates  of  nonresponse. 
If  these  reservists  have  very  different  attitudes/perceptions/behaviors  than  their  coun¬ 
terparts,  then  the  nonresponse  weighting  adjustment  and  subsequent  poststratifica- 
tion  will  not  fully  compensate  for  the  extent  of  nonresponse  bias  (see  Appendix  A  for 
further  details).  However,  much  of  our  analysis  excludes  the  most  junior  paygrades 
(E-1  and  E-2),  so  to  that  extent,  we  have  avoided  the  problem  of  drawing  inferences 
about  groups  that  have  very  low  response  rates. 
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among  both  officers  and  enlisted.  Part  of  the  dissatisfaction  with  pay 
may  be  a  reflection  of  the  perceived  higher  risk  of  mobilization  and 
the  attendant  potential  economic  losses. 

Perhaps  the  most  important  positive  change  is  the  shift  in  employer 
attitudes  from  1986  to  1992:  a  more  favorable  attitude,  fewer  con¬ 
flicts  with  employers  because  of  the  demands  of  reserve  obligations. 
This  may  have  been  partly  a  result  of  the  significant  contributions  re¬ 
servists  made  during  ODS/S. 

Perceived  attitudes  of  spouses  have  remained  stable  between  1986 
and  1992  (a  little  surprising,  given  the  increased  chance  of  mobiliza¬ 
tion).  These  data  are  particularly  important  because  of  the  impor¬ 
tance  of  spouse's  attitude  in  reenlistment  decisions. 

Comparing  mobilized  with  nonmobilized  reservists,  we  find  signifi¬ 
cant  differences  in  the  reported  attitudes  of  spouses  and  civilian  su¬ 
pervisors.  Higher  proportions  of  mobilized  officers  reported  unfa¬ 
vorable  attitudes  on  the  part  of  both  spouses  and  civilian  supervisors 
than  nonmobilized  reservists.  Among  enlisted  personnel,  we  find  an 
increased  incidence  of  unfavorable  spouse  attitudes  among  mobi¬ 
lized  reservists  but  little  or  no  difference  in  supervisor  attitudes. 
Where  differences  exist,  they  tend  to  be  much  larger  among  the  ju¬ 
nior  ranks.  In  addition,  junior  mobilized  officers  and  enlisted  per¬ 
sonnel  were  also  much  more  dissatisfied  with  pay  and  benefits  than 
were  nonmobilized  personnel.  However,  overall  satisfaction  with  re¬ 
serve  service  showed  little  difference  between  mobilized  and  non¬ 
mobilized  personnel. 

RETENTION 

This  report  cannot  speak  definitively  about  the  effect  of  mobilization 
on  retention;  that  is  the  subject  of  another  report.  Nonetheless  our 
data  provide  a  useful  first  look  at  retention. 

Although  reservists  across  most  grades  reported  much  lower  subjec¬ 
tive  probabilities  of  reenlistment/continuation  in  the  1992  survey 
than  in  the  1986  survey,  our  simple  analysis  of  continuation  rates 
found  little  difference  between  1986  and  1992.  Our  data  show  no 
dramatic  change  in  overall  behavior  that  could  be  attributable  to 
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ODS/S.  However,  we  must  caution  that  this  finding  is  based  on 
aggregated,  very  simple  measures. 

Our  analysis  of  mobilized  and  nonmobilized  reservists  suggests  that 
(a)  there  is  little  or  no  difference  in  the  overall  retention  rates  of  these 
two  groups  of  reservists;  and,  (b)  among  officers  who  expressed  seri¬ 
ous  doubts  about  continuing,  however,  mobilized  reservists  had 
much  lower  retention  rates  than  nonmobilized  officers. 

PERCEIVED  PROBLEMS  IN  MEETING  UNIT  TRAINING 
OBJECTIVES,  1986  AND  1992 

It  is  clear  that  the  majority  of  reservists  do  not  perceive  serious 
problems  in  their  unit’s  ability  to  meet  training  objectives.  There  is 
remarkable  similarity  in  the  1986  and  1992  groups  in  the  level  and 
type  of  concern  expressed  by  reservists  about  the  problems  facing 
units  in  meeting  training  objectives.  In  addition,  there  is  little  differ¬ 
ence  in  the  rankings  of  problems  by  mobilized  and  nonmobilized 
reservists.  This  may  indicate  that  peacetime  perceptions  of  units’ 
ability  to  meet  training  objectives  could  provide  a  good  basis  for 
designing  changes  in  training  and  personnel  policies  that  could 
enhance  performance.  Uncertainty  about  the  future  status  of  the 
unit  (not  previously  an  issue)  is  a  major  concern  voiced  by  a 
significant  proportion  of  both  enlisted  personnel  and  officers. 

There  is  a  fair  amount  of  consistency  in  the  problems  mentioned  by 
the  reservists  in  the  different  components,  although  there  is  a  differ¬ 
ence  in  their  perceptions  of  how  serious  these  problems  are.  By  and 
large,  the  air  components  seem  pretty  satisfied  with  their  ability  to 
meet  training  objectives  but  the  naval  reserve  and  the  two  army 
components  are  somewhat  less  optimistic. 

POTENTIAL  PROBLEMS  FOR  FUTURE  RESERVE 
MOBILIZATIONS 

Family  and  economic  issues  dominate  the  list  of  problems  that  re¬ 
servists  are  likely  to  face  if  mobilized.  Potential  loss  of  income  is  the 
most  important  concern  of  reservists,  mentioned  by  35-40  percent  of 
the  reservists,  whereas  burden  on  spouses  and  increased  family 
problems  are  mentioned  by  20-30  percent.  The  loss  of  civilian  health 
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benefits  ranks  third,  mentioned  by  one-fifth  of  the  reservists. 
Employer-related  concerns — problems  with  employers  when  mobi¬ 
lized  and  returning,  getting  the  same  job  back,  damage  to  business 
practice,  problems  for  clients  and  patients — are  somewhat  lower 
down  on  the  list. 

Potential  problems  during  mobilization  vary  markedly  among  differ¬ 
ent  groups  of  reservists:  Self-employed  reservists  and  doctors  natu¬ 
rally  express  very  high  levels  of  concern  regarding  income  loss  and 
damage  to  business  or  practice;  loss  of  civilian  health  benefits  ranks 
much  higher  among  pilots  than  any  other  group;  family  problems 
(burden  on  spouse,  problems  for  children,  etc.)  weigh  heavily  on  the 
minds  of  those  with  families.  It  is  important  to  be  aware  of  these 
differences  when  mobilizing  specific  groups  of  reservists. 

Mobilized  and  nonmobilized  reservists  do  not  have  drastically  dif¬ 
ferent  perceptions  of  problems  in  a  future  mobilization,  suggesting 
that  reservists  have  relatively  accurate  perceptions  of  the  problems 
they  are  likely  to  face  if  called  up,  with  a  couple  of  exceptions.  Non¬ 
mobilized  reservists  are  more  concerned  about  income  loss  and  loss 
of  civilian  health  care  benefits  than  are  mobilized  reservists,  suggest¬ 
ing  that  the  reality  was  not  as  bad  as  expected;  on  the  other  hand, 
mobilized  reservists  express  more  concern  about  marital  stability 
and  concern  for  children  in  future  mobilizations. 

CAVEATS 

This  report  is  a  simple  descriptive  analysis  of  changes  in  the  atti¬ 
tudes,  perceptions,  and  family  and  work  environments  of  reservists 
in  1986  and  1992.  Part  of  our  focus  in  this  report  was  on  differences 
between  mobilized  and  nonmobilized  reservists  in  1992;  this  is  an 
important  addition,  given  that  these  provide  a  first  look  at  how  mo¬ 
bilization  affects  family  life,  work  environments,  and  the  attitudes 
and  behavior  of  those  who  were  called  up.  Although  the  news  is 
largely  good,  there  are  two  main  caveats  that  must  be  kept  in  mind: 

•  Our  data  allow  us  to  make  inferences  regarding  the  effect  of 
ODS/S  on  reservists,  but  we  cannot  generalize  our  findings  to  fu¬ 
ture  mobilizations  that  might  be  very  different  from  ODS/S  in 
terms  of  magnitude,  duration,  or  popularity.  The  many  opera¬ 
tions  in  which  reservists  have  been  (and  are  continuing  to  be) 
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used  since  ODS/S  need  to  be  carefully  studied  to  gauge  the  likely 
effects  of  different  types  of  mobilizations 

•  Current  military  strategy  calls  for  increased  reliance  on  reserves 
but  it  is  difficult  to  assess  the  effect  of  increased  demands  of  the 
reserve  job  on  retention.  The  increased  chance  to  contribute  in 
meaningful  ways  to  real  operations  may  need  to  be  balanced 
against  the  increased  likelihood  of  conflicts  with  both  employers 
and  families.  In  addition,  as  the  nature  and  terms  of  the  reserve 
contract  are  seen  to  change,  it  is  difficult  to  predict  the  effect  on 
recruiting  for  similar  reasons.  Given  the  importance  of  the  re¬ 
serves  in  our  military  strategy,  it  is  important  that  manpower 
planners  continue  to  monitor  these  indicators  and  be  proactive 
in  forestalling  problems  in  both  areas. 


POLICY  IMPLICATIONS 

The  chief  concern  of  reservists  is  potential  economic  losses  if  they 
were  mobilized.  The  Department  has  considered  several  options  to 
address  this  issue  including  a  form  of  mobilization  insurance. 

Another  major  concern  is  the  loss  of  civilian  health  care  benefits.  Al¬ 
though  reserve  families  become  eligible  for  military  health  care  upon 
mobilization,  the  loss  of  civilian  benefits  can  cause  serious  problems 
in  the  continuity  and  transaction  costs  associated  with  medical  care. 
For  those  losing  civilian  benefits— a  large  group,  consisting  of  almost 
half  of  those  who  had  such  a  benefit  before  mobilization— the  bur¬ 
den  remains  on  the  family  to  work  out  issues  of  location  and  access, 
possible  transfer  of  medical  records,  and  obtaining  continuing  care 
for  chronic  conditions.  It  would  be  in  the  interest  of  families 
and  probably  the  reserve  forces  to  direct  efforts  at  maintaining  the 
same  civilian-provided  health  care  arrangements  for  families  when 
reservists  are  mobilized.  This  might  be  done  through  special 
CHAMPUS  reimbursement  mechanisms  or  through  direct  payments 
to  families  or  employers  for  maintaining  civilian  health  care  benefits. 
However,  policies  would  have  to  be  shaped  so  that  employers  who 
maintain  coverage  do  not  shift  responsibility  to  the  government. 


^There  is  a  study  currently  under  way  at  RAND  looking  at  this  issue. 
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Further  focus  on  family-oriented  programs  for  mobilized  reservists 
directed  at  support  of  spouses  and  children  seems  warranted.  The 
precipitous  shift  of  burdens  and  responsibilities  to  spouses  upon 
mobilization,  the  related  effects  on  children,  and  possible  risk  to 
marital  stability  might  be  alleviated  through  improved  access  to 
counseling  and  support  during  mobilization,  especially  during  the 
transition  periods,  which  are  likely  to  be  particularly  stressful. 

Educational  benefits  were  a  much  more  important  consideration  for 
younger  enlisted  personnel  in  1992  than  in  1986  and  may  prove  an 
important  drawing  card  for  the  reserves  in  the  future.  These  benefits 
appear  to  attract  higher- quality  enlistments  who  use  college  benefits 
while  serving  in  the  reserve;  the  question  of  whether  they  are  likely  to 
have  lower  retention  is  an  important,  although  largely  unanswered, 
one. 


Appendix  A 

1992  SURVEY  OF  RESERVE  PERSONNEL:  SAMPLE 
DESIGN,  RESPONSE  RATES,  WEIGHTS, 
QUESTIONNAIRE,  AND 
NONRESPONSE 


SAMPLE  DESIGN  AND  RESPONSE  RATES 

The  1992  DoD  Reserve  Components  Survey  is  one  in  a  series  of 
periodic  surveys  of  officers  and  enlisted  personnel  conducted  by 
DoD  to  collect  information  regarding  the  morale,  perceptions,  and 
civilian  characteristics  of  reservists.  The  1992  survey  sample  was 
drawn  from  the  December  1991  reserve  population  and  was  updated 
with  current  addresses  and  pay  grade  as  of  March  1992.^  The  survey 
was  in  the  field  from  October  1992  through  late  1993;  as  a  result,  the 
eligible  population  was  redefined  to  include  only  those  reservists 
who  were  in  the  reserve  in  both  December  1991  and  October  1992. 

The  sample  consisted  of  a  random  sample  drawn  from  each  of  four 
strata: 

1.  The  1986  longitudinal  sample:  reservists  selected  for  the  1986 
DoD  Reserve  Components  Survey  and  who  were  still  in  the 
reserves  as  of  December  1991. 

2.  Individual  Mobilization  Augmentees  (IMAs). 


^The  sample  excluded  those  who  left  or  entered  the  reserve  between  December  1991 
and  March  1992. 
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3.  Military  technicians. 

4.  Unit  members. 

The  second,  third,  and  fourth  groups  were  further  subdivided  into 
strata  based  on  (a)  reserve  component,  (b)  military  personnel 
category  (officers  versus  enlisted  personnel),  and  (c)  gender.  A 
simple  random  sample  was  selected  from  each  substratum  and  the 
sampling  rates  (defined  as  the  ratio  of  the  sample  size  to  the 
population)  differed  across  strata.  Table  A.  1  provides  information  on 
population  and  sample  sizes  and  response  rates  for  the  four  main 
sampling  groups;  Table  A.2  presents  the  same  information  for  the 
unit  member  sample  disaggregated  into  the  various  substrata. 

Overall,  the  sampling  rate  was  0.08  of  the  total  population.  The 
overall  response  rate  was  50  percent,  somewhat  lower  (46  percent) 
for  the  unit  member  sample.  For  both  officers  and  enlisted 
personnel,  the  sampling  rates  differed  by  component  and  gender 
with  women  being  generally  oversampled  to  provide  sufficiently 
large  sample  sizes.  The  response  rates  were  higher  among  officers 
than  enlisted  personnel.  However,  regardless  of  military  personnel 
category,  the  two  Air  Force  Selected  Reserve  components  had  the 
highest  response  rates  among  all  the  components. 

Table  A.  1 

Sample  Sizes  and  Response  Rates  for  the  1992  DoD  Reserve 
Components  Survey  by  Main  Strata 


December 

1991 

Population 

Sampling 

Rate 

Eligible 

Sample 

Size^ 

Response 

Rate 

1986  longitudinal 
sample 

50,849 

0.20 

9,427 

0.57 

IMAs 

27,966 

0.18 

4,887 

0.61 

Military  technicians 

48,379 

0.13 

6,007 

0.68 

Unit  members 

857,745 

0.06 

51,758 

0.46 

All  reservists 

984,939 

0.08 

72,079 

0.50 

SOURCE:  Rizzo  et  al.  (1995),  Table  1,  p.  3. 

^Sampled  individuals  had  to  be  members  of  the  Reserve  Components  in  both 
December  1991  and  October  1992  to  be  eligible  to  receive  a  questionnaire.  About 
6  percent  of  the  original  sample  of  76,783  were  excluded  on  this  basis. 
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Table  A.2 

Strata  for  the  Unit  Member  Officer  and  Enlisted  Personnel  Samples: 
Sample  Sizes  and  Response  Rates 


December 

Eligible 

Reserve 

1991  Pop* 

Sampling 

Sample 

Response 

Component 

Gender 

ulation 

Rate 

Size  a 

Rate 

Officers 

ARNG 

Male 

31,292 

0.07 

2,242 

0.51 

ARNG 

Pemale 

2,612 

0.15 

371 

0.49 

USAR 

Male 

29,295 

0.07 

2,141 

0.56 

USAR 

Pemale 

9,024 

0.15 

1,306 

0.48 

NR 

Male 

19,784 

0.08 

1,462 

0.65 

NR 

Pemale 

3,688 

0.15 

541 

0.54 

MCR 

Male 

1,983 

0.30 

589 

0.58 

MCR 

Pemale 

51 

0.86 

44 

0.50 

ANG 

Male 

8,244 

0.07 

611 

0.70 

ANG 

Pemale 

1,174 

0.30 

349 

0.66 

APR 

Male 

5,643 

0.07 

420 

0.72 

APR 

Pemale 

1,800 

0.15 

268 

0,66 

Enlisted  Personnel 

ARNG 

Male 

285,057 

0.05 

12,603 

0.42 

ARNG 

Pemale 

19,508 

0.10 

628 

0.36 

USAR 

Male 

151,449 

0.05 

7,087 

0.37 

USAR 

Female 

37,415 

0.10 

3,475 

0.36 

NR 

Male 

75,597 

0.05 

3,542 

0.36 

NR 

Female 

14,788 

0.10 

1,381 

0.38 

MCR 

Male 

33,145 

0.10 

3,031 

0.39 

MCR 

Female 

798 

0.50 

367 

0.34 

ANG 

Male 

58,181 

0.05 

2,808 

0.65 

ANG 

Female 

9,190 

0.10 

880 

0.59 

APR 

Male 

39,279 

0.05 

1,903 

0.56 

APR 

Female 

9,365 

0.10 

917 

0.52 

SOURCE:  Rizzo  et  al.  (1995),  Table  C-l,  pp.  C-l-C-2. 

‘''Sampled  individuals  had  to  be  members  of  the  Reserve  Components  in  both 
December  1991  and  October  1992  to  be  eligible  to  receive  a  questionnaire.  About 
6  percent  of  the  original  sample  of  76,783  were  excluded  on  this  basis. 


WEIGHTING  THE  SURVEY 

As  Rizzo  et  al.  (1995)  point  out,  the  sample  design  does  not  produce  a 
self-weighted  sample  of  reservists.  As  a  result,  weights  are  needed  to 
provide  unbiased  population  parameter  estimates.  These  weights 
accomplish  three  objectives:  (a)  They  correct  for  the  unequal 
probabilities  of  selection  of  individual  reservists,  (b)  they  adjust  for 
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survey  nonresponse,  and  (c)  they  increase  the  precision  of  the  survey 
estimates  by  adjusting  the  sample  proportions  to  reflect  known 
population  characteristics.  Rizzo  et  al.  (1995)  discuss  the  three-stage 
procedure  by  which  survey  adjustment  weighting  was  accomplished: 

•  Computation  of  Base  Weights.  Base  weights  are  the  reciprocal  of 
an  individual’s  selection  probability.  If  1  in  10  female  Air  Force 
officers  were  selected,  the  base  weight  for  female  Air  Force 
officers  would  be  10. 

•  Adjustment  for  Nonresponse.  Nonresponse  adjustments  com¬ 
pensate  for  the  fact  that  not  all  sampled  individuals  returned 
completed  interviews.  If  1,000  officers  were  selected  for  the 
sample  but  only  900  returned  completed  surveys,  the  nonre¬ 
sponse  adjustment  would  be  1,000/900  or  1.111. 

•  Poststratification  to  Known  Totals.  Poststratification  adjusts 
sample  estimates  to  conform  to  known  population  totals.  The 
final  stage  of  survey  weighting  increases  the  precision  of  survey 
estimates,  (p.  4). 

A  second -stage  weight  was  computed  by  multiplying  the  base  weight 
and  the  nonresponse  weighting  adjustment.  One  critical  issue  in 
nonresponse  weighting  adjustment  is  the  construction  of  the 
response  cells.  These  cells  should  be  constructed  “so  as  to  have 
differential  response  rates  across  cells,  and  homogeneous  response 
rate  within  cells.  Response  adjustment  cells  should  also  be  related  to 
important  attributes  and  characteristics  measured  in  the  survey”  (p. 
4).  The  sampling  strata:  reserve  component,  military  personnel 
category  (officer  or  enlisted  personnel),  and  gender  were  used  as  the 
response  adjustment  cells  for  each  of  the  four  sample  groups:  IMAs, 
military  technicians,  unit  members,  and  the  1986  longitudinal  group. 

The  poststratification  adjustment  was  based  on  two  dimensions: 
The  first  was  based  on  component,  unit  membership  (unit  member, 
IMAs,  military  technicians),  military  personnel  category,  and  gender; 
the  second  was  based  on  pay  grade  category  (E-l-E-2,  E-3-E-4,  E-5- 
E-6,  E-7-E-9,  O- 1-0-3,  0-4+,  Warrant  Officers)  and  race  (white, 
black,  other).  This  poststratification  adjustment  allows  the  final 
adjusted  weights  to  produce  subcategory  totals  that  mirror  those  in 
the  reserve  master  files  (see  Rizzo  et  al.,  1995  for  details). 


1992  Survey  of  Reserve  Personnel  101 


SURVEY  QUESTIONNAIRE 

Separate  survey  instruments  were  administered  to  the  officers  and 
enlisted  personnel  (attached  as  Appendixes  E  and  F).  The  question¬ 
naire  was  divided  into  several  broad  categories  that  encompassed 
military  life,  civilian  employment,  and  family  life;  the  categories  and 
selected  items  within  each  category  are  shown  in  Table  A.3. 

COMPARING  RESPONDENTS  AND  NONRESPONDENTS 

To  see  whether  the  large  nonresponse  rate  in  the  1992  survey  may 
have  affected  our  findings,  we  present  below  some  selected 
characteristics  of  respondents  and  nonrespondents. 

Full  Sample 

Table  A.4  presents  the  grade  distribution  of  respondents  and 
nonrespondents  (unweighted)  as  well  as  the  weighted  distribution. 
It  is  clear  that  the  nonrespondents  are  disproportionately  junior:  A 
much  higher  percentage  of  junior  paygrades  did  not  respond  to  the 
survey;  this  is  one  of  the  primary  reasons  we  excluded  E-ls  and  E-2s 
from  the  analyses  that  disaggregated  responses  by  paygrade. 
Another  is  that  many  of  them  are  still  very  new  to  military  life  and 
unlikely  to  have  enough  experience  to  provide  thoughtful  comments 
on  reserve  problems  or  policies. 

Table  A.5  compares  the  enlisted  and  officer  respondent  and 
nonrespondent  samples  along  a  variety  of  dimensions.  Both  among 
the  enlisted  personnel  and  officers,  we  find  that  nonrespondents 
tend  to  have  larger  proportions  of  young,  single,  and  black  reservists, 
with  a  somewhat  lower  level  of  educational  attainment.  They  also 
tend  to  have  fewer  years  of  service.  About  two-thirds  are  members  of 
the  two  Army  Reserve  components. 

It  is  important  to  understand  what  nonresponse  weight  adjustments 
do  and  do  not  do.  These  adjustments  redress  only  the  “distribution 
of  the  sample  for  the  known  imbalances,  and  there  can  be  no 
guarantee  that  they  will  remove — or  even  reduce — any  nonresponse 
bias.  They  eliminate  nonresponse  bias  only  when  the  nonre¬ 
spondents  are  a  random  subset  of  the  total  sample  in  each  subgroup 
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Table  A.3 

Major  Topics  and  Items  Included  in  the  1992  Survey  Questionnaire 


_ Topics  and  Selected  Items _ _ _ _ _ 

I.  Location 

Urban/suburban/central  city/rural  location 
How  long  in  current  neighborhood 
IL  Military  background 

Reserve  component  (current  and  past) 

Pay  grade 

Timing  of  next  promotion 
Year  of  entry  into  the  military 
Years  of  service 

Reasons  for  changing  unit  (for  those  in  a  different  unit  now  than  two  years  ago) 
ODS/S  mobilization  status  and  how  long  mobilized 

III.  Military  plans 

Receipt  of  enlistment/reenlistment  bonus 

Likelihood  of  reenlistment/extension  at  end  of  enlisted  term  of  service 
Reasons  for  not  continuing  in  the  reserve  at  end  of  enlisted  term  of  service 
Likelihood  of  staying  in  the  reserve  until  qualified  for  retirement 
Concerns  about  the  effect  of  force  reductions 
Preparedness  (in  terms  of  wills,  power-of-attorney,  etc.) 

Problems  for  family  if  called  up 
Reasons  for  participating  in  the  reserve 

IV.  Military  training,  benefits,  and  programs 

Training  in  current  primary  specialty  (MOS) 

Time  spent  on  working  in  primary  specialty 
Similarity  between  civilian  and  military  job 
Similarity  between  reserve  and  prior  active  duty  specialty 
Attendance  at  drills  and  annual  training 
Reserve  income 

Use  of  commissary,  exchange,  and  other  military  facilities 
Eligibility  for  and  use  of  educational  benefits 

Medical/hospitalization  coverage/expenses  and  willingness  to  purchase 
such  coverage  through  the  reserve 

Dental  coverage/ expenses  and  willingness  to  purchase  such  coverage 
through  the  reserve 

Problems  facing  the  unit  in  meeting  training  objectives 
Transportation  to  drills 

Satisfaction  with  training,  opportunities  to  use  specialty,  promotion, 
leadership 

Rating  of  weapons  and  equipment,  unit  morale,  supervision  during  drills 

Length  of  time  with  present  unit 

Likelihood  of  reserve  call-up  in  next  five  years 

Likelihood  of  being  called  up  during  next  mobilization 

Effect  on  total  income  in  the  event  of  being  mobilized 

Duties  if  mobilized 
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Table  A.3— (continued) 

Topics  and  Selected  Items _ _ _ 

V.  Individual  and  family  characteristics 

Gender,  age,  citizenship,  voting  behavior 
Race/ ethnicity 

Educational  attainment  and  aspirations 
Marital  status  and  military  status,  language,  age  of  spouse 
Agreement  with  spouse  on  civilian  and  military  career  plans 
Problems  for  family  with  respect  to  attendance  at  drills  and  annual  training 
and  extra  time  spent  on  reserve  duties 
Spouse’s  overall  attitude  toward  reserve  participation 
Number  and  age  of  dependents 
Family  care  plan  for  dependents,  elderly  relatives 

VI.  Civilian  work 

Current  employment,  type  of  employer,  hours  worked 
Problems  for  employer  with  respect  to  attendance  at  drills  and  annual 
training  and  extra  time  spent  on  reserve  duties 
Time  off  for  reserve  duties/civilian  pay  during  reserve  duties 
Total  earned  income 

Spouse’s  employment  status,  income,  and  hours  worked 

VII.  Family  resources 

Income  from  different  sources 

Residence:  homeowner/renter,  total  house  payment  or  rent,  utilities, 
maintenance  costs,  other  housing  expenses 

VIII.  Military  life 

Feelings  about  time  spent  on  civilian  and  reserve  jobs,  leisure,  family,  and 
community  activities 

Satisfaction  with  different  features  of  military  life  and  overall  satisfaction 
_ with  time  and  participation  in  the  reserve _ 

with  regard  to  the  survey  variables — an  unlikely  occurrence  in 
practice.  Thus,  although  weighting  adjustments  may  go  some  way 
toward  compensating  for  nonresponse,  they  do  not  provide  a  full 
solution  to  the  problem”  (Kalton,  1983,  p.  67). 

The  weights  in  the  1992  survey  do  correct  for  differential  non¬ 
response.  However,  if  nonrespondents  differed  in  attitudes/ 
perceptions/behavior  in  significant  ways  from  respondents  who 
formed  the  basis  for  the  nonresponse  adjustment  calculations  (for 
example,  a  larger  proportion  of  nonrespondents  were  dissatisfied 
with  the  reserve  and  intended  to  leave,  faced  greater  conflicts  with 
employers,  or  had  very  different  thoughts  about  problems  facing 
units  in  meeting  training  objectives),  then  our  analyses  produce 
underreports  of  these  various  problems/attitudes/behaviors. 
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Table  A.4 

Distribution  of  Respondents  and  Nonrespondents  (Unweighted) 
and  Total  (Weighted)  by  Paygrade,  1992 


Characteristic 

Respondents 

(%) 

Nonrespondents 

(%) 

Total 

(%) 

Enlisted 

E-1 

0.2 

1.3 

0.5 

E-2 

2.2 

5.7 

4.7 

E-3 

8.5 

14.6 

10.7 

E-4 

23.1 

33.6 

31.8 

E-5 

29.0 

24.8 

25.3 

E-6 

21.2 

12.5 

17.0 

E-7 

10.9 

5.3 

6.9 

E-8 

3.9 

1.6 

2.6 

E-9 

1.0 

0.5 

0.6 

Number 

21,259 

30,826 

717,097 

Officer 

0-1 

5.7 

9.3 

7.5 

0-2 

12.0 

18.4 

14.6 

0-3 

29.5 

32.8 

29.9 

0-4 

28.1 

22.2 

25.3 

0-5 

18.3 

13.0 

16.7 

0-6 

5.9 

3.8 

5.5 

0-7 

0.3 

0.2 

0.3 

0-8 

0.1 

0.1 

0.2 

Number 

8,356 

6,066 

128,667 

Mobilized  and  Nonmobilized  Respondents 

We  are  unable  to  estimate  the  extent  of  nonresponse  in  the 
mobilized  and  nonmobilized  groups  because  the  categorization 
variable — mobilization  status — was  derived  from  the  survey  itself. 
We  do  not  have  data  on  this  variable  for  nonrespondents.  However, 
to  examine  the  differences  between  mobilized  and  nonmobilized 
groups  that  might  account  for  differences  in  attitudes  and  behavior 
(other  than  the  fact  of  being  mobilized),  we  examined  two  sets  of 
comparisons: 

•  Characteristics  of  mobilized  and  nonmobilized  respondents  in 
the  1992  survey;  and, 
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Table  A.5 


Selected  Characteristics  of  Respondents  and  Nonrespondents 
(Unweighted),  Enlisted  Personnel  and  Officers,  1992 


Enlisted 

Officer 

Characteristic 

Respon¬ 
dents  (%) 

Nonrespon¬ 
dents  (%) 

Respon¬ 
dents  (%) 

Nonrespon¬ 
dents  (%) 

Age 

17-20 

7.1 

10.0 

0.0 

.1 

21-24 

16.6 

27.4 

1.9 

2.9 

25-29 

17.8 

23.4 

9.7 

17.3 

30-34 

14.7 

13.6 

18.4 

22.4 

35-39 

13.5 

9.4 

23.1 

20.3 

40-44 

14.3 

8.3 

23.8 

18.9 

45-49 

9.6 

4.7 

16.3 

12.2 

50-54 

4.1 

1.9 

5.2 

4.2 

55+ 

2.1 

1.2 

1.7 

1.7 

Race /ethnicity 

Nonhispanic  white 

76.4 

67.1 

89.6 

83.1 

Black 

15.9 

23.8 

6.0 

11.6 

Hispanic 

4.6 

5.6 

1.6 

1.8 

Other 

3.1 

3.5 

2.8 

3.5 

Marital  status 

Married 

.56.1 

44.8 

72.7 

66.6 

Single 

43.9 

55.2 

27.3 

33.4 

Gender 

Male 

79.9 

78.4 

70.2 

65.9 

Female 

20.1 

21.6 

29.8 

34.1 

Education  level 

Less  than  high  school 

8.2 

10.7 

0.2 

0.1 

High  school  grad. 

69.3 

73.5 

2.3 

3.7 

Some  college 

12.1 

10.1 

8.6 

15.6 

College  graduate 

10.4 

5.7 

88.9 

80.6 

Years  of  service 

<2 

13.1 

18.6 

4.9 

8.2 

3-5 

16.8 

27.0 

8.1 

12.6 

6-9 

17.4 

21.2 

14.9 

21.3 

10-14 

19.9 

15.6 

22.4 

21.9 

15-19 

17.3 

8.8 

20.8 

14.6 

20-24 

11.9 

6.9 

19.3 

13.8 

25+ 

3.5 

1.9 

9.6 

7.6 

Resei-ve  Component 

ARNG 

34.6 

38.7 

15.8 

23.7 

USAR 

23.1 

28.0 

35.1 

41.8 

NR 

10.2 

12.8 

16.3 

14.0 

MCR 

7.7 

8.6 

6.5 

5.6 

ANG 

13.4 

5.6 

9.3 

6.0 

AFR 

11.0 

6.2 

17.0 

8.9 
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•  Characteristics  of  mobilized  and  nonmobilized  reservists  in  the 
FY91  Selected  Reserve  inventory;  these  data  allow  us  to  examine 
indirectly  whether  the  two  groups  in  the  1992  survey  had 
differential  nonresponse  rates. 

Looking  first  at  the  1992  survey  respondents,  we  find  that  the  mobi¬ 
lized  and  nonmobilized  samples  are  reasonably  similar  in  rank  dis¬ 
tribution  (Table  A.6).  When  we  look  at  other  characteristics,  we  find 
that  the  two  groups  are  fairly  similar  along  a  number  of  dimensions 
(some  exceptions:  smaller  proportion  of  younger  personnel  and 
those  with  less  than  2  years  of  service  (among  enlisted);  higher  pro¬ 
portion  of  women  (among  officers)  among  the  mobilized  compared 
to  nonmobilized)  (Table  A.7).  However,  the  components  appear  to 
be  unevenly  represented  across  the  two  groups:  The  mobilized  have 


Table  A.6 

Distribution  of  Mobilized  and  Nonmobilized  Respondents 
(Unweighted)  by  Paygrade,  1992 


Paygrade 

Mobilized 

(%) 

Nonmobilized 

(%) 

Enlisted 

E-1 

0.1 

0.2 

E-2 

0.6 

2.8 

E-3 

8.4 

8.5 

E-4 

23.1 

23.1 

E-5 

29.4 

28.9 

E-6 

21.6 

21.1 

E-7 

11.2 

10.7 

E-8 

4.1 

3.9 

E-9 

1.2 

0.9 

Number 

5,365 

15,902 

Officer 

0-1 

2.8 

6.8 

0-2 

12.4 

11.8 

0-3 

31.3 

28.9 

0-4 

27.7 

28.3 

0-5 

19.6 

17.8 

0-6 

6.2 

5.8 

0-7 

0.1 

0.4 

0-8 

0.0 

0.2 

Number 

2,245 

6,111 
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Table  A,7 

Selected  Characteristics  of  Mobilized  and  Nonmobilized  Respondents 
(Unweighted),  Enlisted  Personnel  and  Officers,  1992 


Enlisted 

Officer 

Characteristic 

Mobilized  Nonmobilized 
{%)  (%) 

Mobilized 

{%) 

Nonmobilized 

(%) 

Age 

17-20 

4.9 

7.9 

0.0 

0.0 

21-24 

19,9 

15.5 

0.6 

2.3 

25-29 

18.6 

17.5 

7.0 

10.7 

30-34 

14.5 

14.8 

16.4 

19.2 

35-39 

13.8 

13.4 

25.8 

22.1 

40-44 

13.8 

14.4 

26.2 

22.9 

45-49 

8.8 

9.9 

16.5 

16.2 

50-54 

3.8 

4.2 

5.0 

5,2 

55+ 

1.8 

2.3 

2.4 

1.4 

Race/ethnicity 

Nonhispanic  white 

74.0 

77.2 

90.0 

89.5 

Black 

18.0 

15.2 

6.1 

5,9 

Hispanic 

5.1 

4.4 

1.6 

1.6 

Other 

2.9 

3.2 

2.3 

3.0 

Marital  status 

Married 

53.7 

57.0 

71.2 

73.3 

Single 

46.3 

43.0 

28.8 

26.7 

Gender 

Male 

77.9 

80.6 

62.5 

73.1 

Female 

22.1 

19.4 

37,5 

26.9 

Education  level 

Less  than  high  school 

7.6 

8.4 

.3 

.1 

High  school  grad. 

69.8 

69.1 

2.4 

2.3 

Some  college 

12.0 

12.1 

8.5 

8.7 

College  graduate 

10.6 

10.3 

88.8 

88.9 

Years  of  service 

<2 

10.2 

14.1 

4.2 

5.2 

3-5 

20.5 

15.6 

8.2 

8.1 

6-9 

18.0 

17.2 

13.8 

15.3 

10-14 

19.5 

20.0 

23.1 

22.1 

15-19 

17.7 

17.1 

23.2 

19.9 

20-24 

11.0 

12.2 

18.8 

19.4 

25+ 

3.1 

3.7 

8.8 

9.9 

Reserve  Component 

ARNG 

23.8 

38.3 

9.7 

18.0 

USAR 

25.9 

22.1 

37.2 

34.3 

NR 

6.6 

11.4 

10.5 

18.4 

MCR 

18.4 

4.1 

13.8 

3.8 

ANG 

10.3 

14.4 

8.7 

9.5 

AFR 

15.0 

9.6 

20.0 

15.9 
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a  much  higher  proportion  of  MCR,  and  much  lower  proportions  of 
NR  and  ARNG  compared  to  the  nonmobilized. 

The  FY91  inventory  can  be  used  to  compare  the  four  groups  in  the 
1992  survey  file  (enlisted/ officer  mobilized/nonmobilized)  (Tables 
A.8-A.9). 

•  The  1992  survey  mobilized  and  nonmobilized  groups  (based  on 
respondents)  tend  to  have  a  higher  rank  distribution  than  the 
FY91  inventory  and  this  is  true  for  both  enlisted  personnel  and 
officers.  This  is  because  of  the  large  nonresponse  among  the 
younger  and  more  junior  paygrades  seen  above. 

•  Compared  to  the  FY91  inventory  of  mobilized  reservists,  the 
mobilized  survey  groups  have  a  lower  proportion  of  blacks  and 
males,  somewhat  higher  educational  attainment,  higher  level  of 
experience,  and  a  higher  proportion  of  Air  Reserve  component 
personnel.  The  educational  attainment  of  the  respondent 

Table  A.8 

Distribution  of  Mobilized  and  Nonmobilized  Personnel 
(Unweighted)  by  Paygrade,  FY91  Inventory 


Characteristic 

Mobilized 

{%) 

Nonmobilized 

(%) 

Enlisted 

E-1 

0.9 

2.7 

E-2 

2.8 

5.2 

E-3 

11.9 

11.0 

E-4 

28.4 

26.2 

E-5 

27.0 

25.5 

E-6 

17.1 

16.8 

E-7 

8.6 

8.9 

E-8 

2.6 

2.8 

E-9 

0.7 

.9 

Officer 

0-1 

4.9 

10.9 

0-2 

16.3 

14.0 

0-3 

28.0 

27.5 

0-4 

28.0 

25.1 

0-5 

17.3 

16.5 

0-6 

5.2 

5.5 

0-7 

0.1 

0.3 

0-8 

0.0 

0.1 
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Table  A.9 

Selected  Characteristics  of  Mobilized  and  Nonmobilized  (Unweighted), 
Enlisted  Personnel  and  Officers,  FY91  Inventory 


Enlisted  Officer 


Characteristic 

Mobilized 

(%) 

Nonmobilized 

(%) 

Mobilized 

(%) 

Nonmobilized 

(%) 

Age 

17-20 

8.3 

10.8 

0.0 

0.1 

21-24 

24.2 

20.6 

1.2 

3.9 

25-29 

20.6 

19.9 

11.5 

14.3 

30-34 

14.1 

13.9 

16.3 

18.6 

35-39 

11.0 

11.2 

23.5 

20.0 

40-44 

11.1 

11.7 

25.5 

22.6 

45-49 

6.3 

6.8 

13.8 

14.4 

50-54 

2.8 

3.2 

5.5 

4.5 

55+ 

1.6 

1.8 

2.6 

1.6 

Race/ ethnicity^ 

Nonhispanic  white 

70.5 

73.6 

87.9 

87.8 

Black 

21.5 

16.8 

6.9 

6.7 

Hispanic 

5.2 

6.2 

1.9 

2.2 

Other 

2.8 

3.5 

3.2 

3.3 

Marital  status 

Married 

50.0 

52.2 

71.6 

73.1 

Single 

50.0 

47.8 

28.4 

26.9 

Gender 

Male 

85.5 

88.0 

74.4 

86.3 

Female 

14.5 

12.0 

25.6 

13.7 

Education  level^ 

Less  than  high  school 

10.4 

12.6 

0.7 

0.6 

High  school  grad. 

76.4 

73.6 

10.1 

15.8 

Some  college 

7.9 

8.1 

11.8 

13.6 

College  graduate 

5.2 

5.6 

77.4 

69.9 

Years  of  service 

<2 

14.8 

18.1 

5.4 

5.9 

3-5 

24.4 

19.9 

9.7 

10.4 

6-9 

19.0 

18.9 

16.7 

16.3 

10-14 

17.4 

17.2 

20.5 

19.7 

15-19 

12.2 

12.6 

21.1 

17.5 

20-24 

8.9 

9.7 

18.3 

19.5 

25+ 

3.3 

3.6 

8.3 

10.8 

Reserve  Component 

ARNG 

28.9 

44.2 

15.1 

30.1 

USAR 

29.8 

22.6 

37.3 

33.7 

NR 

8.2 

13.7 

11.6 

18.5 

MCR 

12.4 

2.1 

5.5 

1.1 

ANG 

7.1 

11.9 

8.4 

9.1 

AFR 

13.4 

5.3 

22.1 

7.4 

^Missing  data  on  5.0  percent  of  cases. 
t>Missing  data  on  B.6  percent  of  cases. 
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groups  seems  remarkably  high  compared  to  that  of  the  FY92 
inventory;  part  of  this  may  be  because  the  1992  survey  data  are 
self-reports  rather  than  personnel  records;  part  of  it  is 
undoubtedly  due  to  the  higher  proportion  of  women  and 
AFR/ANG  personnel,  all  of  whom  tend  to  have  higher 
educational  levels  than  other  groups. 
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Table  B.l 

Motivation  for  Reserve  Service,  1986  and  1992 


Question;  How  much  have  each  of  the  following  contributed  to  your  most 
recent  decision  to  stay  in  the  Guard/ Reserve?  (%  Major  Contribution) 

Grade 

Needed  the  Money 
for  Basic  Family 
Expenses 

Wanted  Extra 
Money  to  Use 
Now 

Saving  Income 
for  the  Future 

1986  Survey 

Enlisted 

E-3 

36.7 

38.0 

19.8 

E-4 

37.9 

38.2 

22.7 

E-5 

36.8 

36.8 

21.8 

E-6 

31.5 

32.0 

21.4 

E-7 

24.7 

29.1 

21.8 

E-8 

20.3 

22.9 

21.1 

E-9 

18.5 

22.8 

23.4 

Total 

34.0 

34.8 

21.9 

Officer 

0-1 

25.4 

24.5 

18.9 

0-2 

25.5 

29.1 

20.7 

0-3 

26.2 

27.6 

21.8 

0-4 

22.5 

26.8 

21.7 

0-5 

15.3 

20.1 

17.9 

0-6 

14.7 

14.8 

12.9 

Total 

22.6 

25.5 

20.3 

1992  Survey 

Enlisted 

E-3 

20.7 

25.8 

18.4 

E-4 

26.5 

29.8 

19.4 

E-5 

27.2 

27.6 

20.2 

E-6 

23.9 

24.5 

21.4 

E-7 

22.6 

23.2 

21.1 

E-8 

21.1 

23.8 

22.5 

E-9 

13.8 

16.8 

25.1 

Total 

25.2 

27.1 

20.2 

Officer 

0-1 

21.0 

20.6 

19.6 

0-2 

20.0 

18.9 

18.1 

0-3 

20.8 

20.9 

19.1 

0-4 

19.5 

19.6 

20.3 

0-5 

15.0 

18.2 

18.7 

0-6 

8.1 

10.7 

15.4 

Total 

18.4 

19.1 

19.0 
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Table  B.l  (continued) 


Question:  How  much  have  each  of  the  following  contributed  to  your  most 
recent  decision  to  stay  in  the  Guard /Reserve?  (%  Major  Contribution) 

Obtain  Training 
Skills  That  Would 
Using  Education  Help  Get  Civilian 

Getting  Credit 
Toward  Guard/ 
Reserve 

Grade 

Benefits 

Job 

Retirement 

1986  Survey 

Enlisted 

E-3 

24.5 

23.5 

23.4 

E-4 

25.3 

23.9 

34.3 

E-5 

16.6 

16.9 

59.0 

E-6 

9.3 

10.9 

76.1 

E-7 

6.9 

8.1 

83.9 

E-8 

4.8 

6.5 

86.8 

E-9 

1.9 

6.1 

82.8 

Total 

16.1 

16.4 

58.5 

Officer 

0-1 

28.8 

13.8 

38.4 

0-2 

11.2 

12.0 

47.4 

0-3 

5.2 

4.9 

61.9 

0-4 

2.8 

2.8 

73.7 

0-5 

2.7 

3.4 

77.3 

0-6 

2.5 

2.2 

67.6 

Total 

6.6 

5.4 

64.6 

1992  Survey 

Enlisted 

E-3 

44.1 

22.7 

17.2 

E-4 

40.8 

22.3 

32.0 

E-5 

23.4 

16.7 

59.1 

E-6 

15.0 

13.2 

76.1 

E-7 

9.6 

10.9 

83.0 

E-8 

6.0 

7.8 

86.5 

E-9 

5.1 

6.6 

83.8 

Total 

27.8 

17.7 

52.5 

Officer 

0-1 

30.8 

15.2 

42.1 

0-2 

16.4 

13.2 

41.0 

0-3 

7.3 

6.9 

59.0 

0-4 

3.0 

3.6 

76.7 

0-5 

2.3 

2.7 

78.6 

0-6 

3.4 

2.6 

67.6 

Total 

7.2 

6.2 

64.7 
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Table  B.l  (continued) 


Question:  How  much  have  each  of  the  following  contributed  to  your  most  recent 
decision  to  stay  in  the  Guard/ Reserve?  (%  Major  Contribution) _ 


Grade 

Serving  the 
Country 

Serving  with 
the  People  in 
the  Unit 

Promotion 

Opportunities 

Opportunity 
to  Use  Military 
Eouinment 

1986  Survey 

Enlisted 

E-3 

51.2 

29.9 

26.3 

22.9 

E-4 

53.7 

31.2 

30.5 

23.3 

E-5 

54.4 

36.0 

29.3 

18.2 

E-6 

58.1 

41.0 

31.5  , 

14.1 

E-7 

64.0 

42.1 

35.2 

11.8 

E-8 

67.2 

45.7 

40.0 

10.5 

E-9 

80.2 

48.7 

36.6 

11.8 

Total 

56.6 

36.6 

31.0 

17.9 

Officer 

0-1 

65.1 

25.6 

33.4 

16.9 

0-2 

58.5 

31.2 

35.8 

14.5 

0-3 

53.8 

28.5 

29.2 

8.6 

0-4 

54.8 

32.1 

33.2 

8.6 

0-5 

63.5 

35.8 

43.1 

7.6 

0-6 

72.4 

42.3 

33.8 

7.6 

Total 

58.1 

31.6 

33.9 

9.8 

1992  Survey 


Enlisted 

E-3 

52.8 

18.4 

19.8 

20.4 

E-4 

50.6 

24.3 

21.9 

19.1 

E-5 

58.1 

33.9 

25.7  • 

18.4 

E-6 

63.4 

40.2 

28.8 

16.5 

E-7 

64.2 

43.5 

32.4 

14.9 

E-8 

72.3 

45.9 

37.0 

14.0 

E-9 

82.5 

50.3 

36.8 

13.5 

Total 

57.1 

31.7 

25.4 

18.0 

Officer 

0-1 

63.6 

26.0 

34.7 

19.4 

0-2 

66.2 

30.6 

30.0 

14.1 

0-3 

67.1 

31.8 

29.2 

12.3 

0-4 

64.8 

29.4 

30.4 

9.9 

0-5 

68.8 

33.1 

36.3 

7.2  . 

0-6 

80.7 

39.7 

35.4 

8.3 

Total 

67.5 

31.6 

31.6 

11.0 
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Table  B.l  (continued) 


Question:  How  much  have  each  of  the  following  contributed  to  your  most  recent 
decision  to  stay  in  the  Guard/ Reserve?  (%  Major  Contribution) 

Grade 

Challenge 
of  Military 
Training 

Travel/“Get 
Away"  Oppor¬ 
tunities 

Just  Enjoy  the 
Guard/ Reserve 

Pride  in  My 
Accomplish¬ 
ments  in  the 
Guard /Reserve 

1986  Survey 

Enlisted 

E-3 

36.1 

24.9 

23.0 

37.9 

E.4 

36.3 

27.3 

28.8 

44.3 

E-5 

28.2 

28.7 

35.0 

48.2 

E-6 

25.9 

27.5 

40,6 

52.7 

E-7 

27.8 

25.6 

47.4 

61.4 

E‘8 

31.5 

23.5 

53.6 

72.7 

E-9 

46.4 

23.6 

68.6 

87.5 

Total 

Officer 

30.4 

27.4 

36.3 

50.2 

0-1 

39.1 

21.4 

41.7 

54.5 

0-2 

34.1 

22.1 

39.7 

55.7 

0-3 

21.8 

19.8 

36.1 

44.8 

0-4 

17.1 

18.7 

36.2 

45.1 

0-5 

21.3 

17.1 

46.1 

58.8 

0-6 

25.9 

21.5 

56.7 

67.3 

Total 

23.4 

19.5 

39.6 

50.3 

1992  Survey 

Enlisted 

E-3 

36.6 

23.8 

21.1 

35.7 

E-4 

30.9 

23.0 

23.6 

37.6 

E-5 

27.7 

28.1 

35.3 

48.1 

E-6 

27.7 

27.3 

43.3 

56.6 

E-7 

29.7 

28.0 

48.6 

62.6 

E-8 

31.0 

26.4 

56.4 

72.2 

E-9 

37.7 

27.9 

73.8 

89.6 

Total 

Officer 

29.8 

25.8 

33.6 

47.2 

0-1 

45.1 

21.4 

42.0 

61.1 

0-2 

36.4 

21.2 

38.9 

56.1 

0-3 

28.0 

20.5 

42.1 

56.4 

0-4 

20.6 

16.8 

42.5 

52.3 

0-5 

18.2 

19.1 

46.0 

56.8 

0-6 

25.2 

17.2 

60.7 

73.5 

Total 

25.9 

19.2 

43.7 

56.7 

SOURCE:  1992  Reserve  Components  Survey,  Q.30,  p.  7;  1986  Reserve  Compo¬ 
nents  Survey,  Q»26. 
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Table  B.2 

Satisfaction  with  Reserve  Pay  and  Training 


Question:  All  things  considered,  how  satisfied  are  you  with  the  following? 
(Percentages  shown  are  for  those  reporting  "dissatisfied"  or  "very  dissatisfied") 

_ 1986  Survey _  _ 1992  Survey _ 

Opportunities  Opportunities 

Military  Pay  and  for  Education/  Military  Pay  and  for  Education/ 


Grade 

Allowances 

(%) 

Training 

(%) 

Allowances 

(%) 

Training 

(%) 

Enlisted 

E-3 

20.0 

24.7 

28.8 

25.5 

E-4 

16.4 

20.9 

20.9 

23.9 

E-5 

13.1 

20.3 

16.4 

21.5 

E-6 

11.6 

19.5 

13.1 

20.6 

E-7 

9.0 

20.1 

9.5 

18.4 

E-8 

8.2 

18.0 

9.1 

16.4 

E-9 

6.4 

11.1 

10.1 

8.8 

Total 

13.3 

20.2 

17.8 

22.1 

Officer 

0-1 

6.5 

20.5 

7.8 

27.0 

0-2 

8.1 

23.1 

10.3 

30.7 

0-3 

5.9 

20.5 

8.2 

26.1 

0-4 

5.0 

14.9 

6.1 

19.8 

0-5 

4.6 

9.8 

4.8 

14.4 

0-6 

4.0 

7.8 

4.4 

12.4 

Total 

5.6 

16.7 

7.0 

22.0 

SOURCE:  1992  Reserve  Components  Survey,  Q,144A-H;  1986  Reserve  Components 
Survey,  Q.123A-G. 
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Table  B.3 

Civilian  Pay  Status  for  Annual  Training,  1986  and  1992 


Question:  Which  of  the  following  describes  how  you  were  paid  for  the  time 
you  took  from  your  civilian  job  for  Guard/Reserve  obligations? 

Grade 

Full 

Civilian  Pay 
Military  (%) 

Partial 

Civilian  Pay  + 
Military  (%) 

Only  Military 
Pay  (%) 

Served  on 
Days  1  Didn't 
Work  (%) 

1986  Survey 

Enlisted 

E-3 

10.9 

8.3 

68.9 

11.9 

E-4 

15.5 

10.7 

62.0 

11.8 

E-5 

26.6 

15.7 

48.7 

9.0 

E-6 

36.3 

18.2 

37.9 

7.6 

E-7 

44.2 

20.0 

28.5 

7.3 

E-8 

46.3 

18.1 

28.8 

6.8 

E-9 

55.6 

16.6 

22.7 

5.1 

Total 

28.2 

15.3 

47.3 

9.2 

Officer 

0-1 

23.9 

8.4 

53.8 

13.9 

0-2 

34.9 

11.1 

42.8 

11.2 

0-3 

40.8 

13.7 

36.5 

9.0 

0-4 

46.1 

13.4 

29.3 

11.2 

0-5 

52.3 

12.6 

26.6 

8.5 

0-6 

64.1 

8.6 

18.7 

8.6 

Total 

43.3 

12.5 

34.0 

10.2 

1992  Survey 

Enlisted 

E-3 

9.5 

7.7 

73.7 

9.1 

E-4 

12.8 

10.5 

68.3 

8.4 

E-5 

25.6 

15.9 

51.9 

6.6 

E-6 

36.2 

20.2 

38.1 

5.5 

E-7 

42.1 

21.8 

31.0 

5.1 

E-8 

50.7 

20.2 

24.5 

4.6 

E-9 

55.6 

10.5 

27.8 

6.1 

Total 

25.6 

15.3 

52.3 

6.9 

Officer 

0-1 

18.2 

15.2 

57.4 

9.2 

0-2 

33.0 

18.0 

42.4 

6.6 

0-3 

38.7 

17.9 

35.5 

7.9 

0-4 

42.1 

19.5 

28.7 

9.7 

0-5 

49.2 

18.0 

24.6 

8.1 

0-6 

56.7 

17.8 

19.8 

5.7 

Total 

41.3 

!  18.3 

32.3 

8.2 

SOURCE:  1992  Reserve  Components  Survey,  Q.120;  1986  Reserve  Compo¬ 
nents  Suivey,  Q.107. 
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Table  B.4 

Lost  Overtime  Opportunity  for  Reservists,  1986  and  1992 


Question:  In  1985/1991  did  you  lose  opportunities  for  overtime/extra  pay 
because  of  your  Guard/Reserve  obligations? 

1986  Survey 

1992  Survey 

Fre- 

Occasion- 

No 

Fre-  Occasion- 

No 

Grade 

quently  {%) 

ally  (%) 

(%) 

quently  (%) 

ally(%) 

(%) 

Enlisted 

E-3 

23.4 

33,8 

42.8 

18.2 

25.4 

56.4 

E-4 

16.9 

32.6 

50.5 

15.0 

31.5 

53.5 

E-5 

14.4 

33.4 

52.2 

14.6 

32.4 

53.0 

E-6 

13.9 

32.3 

53.8 

13.1 

33.5 

53.5 

E-7 

12.5 

28.9 

58.6 

13.3 

31.6 

55.1 

E-8 

10.2 

26.8 

63.0 

13.3 

22.7 

64.0 

E-9 

8.8 

21.4 

69.8 

8,7 

23,2 

68.1 

Total 

14.9 

32.1 

53.0 

14.5 

31,5 

54.1 

Officer 

0-1 

11.1 

29.4 

59.5 

8.9 

23.4 

67,8 

0-2 

8.2 

27.3 

64.5 

10.0 

21,2 

9.3 

0-3 

7.9 

16.5 

75.6 

7.1 

17.8 

75.1 

0-4 

6.9 

14.0 

79.1 

5.5 

14.9 

79.6 

0-5 

6,1 

10.0 

83.9 

4.6 

7.9 

87.4 

0-6 

6.9 

9,1 

84.0 

5.5 

5.5 

89.0 

Total 

7.5 

16.4 

76.1 

6.5 

14.9 

78.6 

SOURCE:  1992  Reserve  Components  Survey,  Q,118;  1986  Reserve  Components 
Survey,  Q.  103. 
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Table  B.5 

Overtime  Pay  Rate  for  Reservists 


Question:  In  1985/ 1991,  how  were  you  paid  when  you  worked  over  40  hours  a 

week? 


1986  Survey 

1992  Survey 

Not 

Paid  at 

Paid  at 

,  Not 

Paid  at 

Paid  at 

Paid 

Regular 

Higher 

Paid 

Regular 

Higher 

Extra 

Pay  Rate 

Rate 

Extra 

Pay  Rate 

Rate 

Grade 

(%) 

(%) 

(%) 

(%) 

(%) 

(%) 

Enlisted 

E-3 

17.9 

17.2 

64.9 

19.5 

15.3 

65.2 

E-4 

19.4 

16.5 

64.1 

19.1 

14.0 

66.9 

E-5 

23.7 

12.6 

63.7 

24.1 

11.4 

64.5 

E-6 

31.5 

10.2 

58.3 

30.0 

9.6 

60.4 

E-7 

39.0 

8.7 

52.4 

38.4 

9.3 

52.4 

E-8 

46.9 

9.3 

43.8 

47.4 

8.8 

43.8 

E-9 

58.8 

6.6 

34.6 

48.8 

9.5 

41.7 

Total 

27.0 

12.6 

60.4 

25.5 

11.8 

62.7 

Officer 

0-1 

45.7 

11.2 

43.1 

46.8 

11.6 

41.6 

0-2 

50.1 

14.2 

25.7 

49.8 

9.9 

40.3 

0-3 

68.1 

13.2 

18.7 

65.6 

12.1 

22.3 

0-4 

77.7 

12.2 

10.1 

71.5 

17.0 

11.5 

0-5 

79.9 

14.2 

5.9 

83.0 

10.7 

6.3 

0-6 

82.3 

16.0 

1.7 

84.7 

10.7 

4.7 

Total 

70.2 

13.2 

16.6 

69.1 

12.7 

18.2 

SOURCE:  1992  Reserve  Components  Survey,  Q.115:  1986  Reserve  Components 
Survey,  Q.102. 
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Table  B.6 

Supervisors’  Attitudes  Toward  Reserve  Service 


Question:  What  is  your  immediate  (main)  civilian  supervisor's  overall  attitude 
_ toward  your  participation  in  the  Guard/Reserve? _ 


1986  Survey 

1992  Survey 

Grade 

Very/ 

Somewhat 

Favorable 

(%) 

Neither 

(%) 

Somewhat/ 
Very  Un¬ 
favorable 
(%) 

Very/ 

Somewhat 

Favorable 

(%) 

Neither 

(%) 

Somewhat/ 
Very  Un¬ 
favorable 
(%) 

Enlisted 

E-3 

57.3 

26.4 

16.3 

58.1 

29.6 

12.4 

E-4 

57.8 

27.3 

14.9 

60.0 

28.0 

12.0 

E-5 

57.2 

27.3 

15.5 

61.4 

27.4 

11.2 

E-6 

57.8 

27.3 

14.9 

64.0 

24.5 

11.5 

E-7 

59.1 

26.1 

14.8 

63.7 

24.8 

11.5 

E-8 

62.1 

24.1 

13.8 

66.7 

20.6 

12.7 

E-9 

65.1 

20.4 

14.5 

74.9 

16.5 

8.6 

Total 

57.9 

27.0 

15.1 

61.7 

26.7 

11.7 

Officer 

0-1 

55.0 

25.6 

19.4 

67.0 

22.2 

10.9 

0-2 

57.3 

24.0 

18.7 

59.6 

27.2 

13.2 

0-3 

55.9 

28.8 

15.3 

62.6 

26.0 

11.4 

0-4 

60.3 

25.6 

14.1 

64.2 

24.1 

11.7 

0-5 

58.8 

29.8 

11.4 

67.7 

21.3 

11.1 

0-6 

71.0 

18.5 

10.5 

72.3 

15.9 

11.8 

Total 

58.6 

26.6 

14.8 

64.3 

24.0 

11.7 

SOURCE:  1992  Reserve  Components  Survey,  Q,107;  1986  Reserve  Components 
Survey,  Q.94. 
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Table  B.7 

Employer-Related  Problems  Due  to  Reserve  Service 


Question:  How  much  of  a  problem  for  your  main  employer  (or  for  you,  if 
you  are  self-employed)  is  absence  for  the  following?  (Percentages  are  for 
those  reporting  a  “serious/somewhat  of  a  problem.") 

Grade 

Weekend 

Drills 

Extra  Time 

Annual  Spent  at 

Training  Guard /Reserve 

Time  Spent  at 
Work  on  Guard/ 
Reserve  Business 

1986  Survey 

Enlisted 

E-3 

19.0 

34.6 

31.5 

23.3 

E-4 

15.6 

31.3 

27.2 

19.5 

E-5 

14.0 

27.8 

28.3 

21.0 

E-6 

12.7 

27.6 

25.9 

21.0 

E-7 

12.4 

27.6 

24.3 

21.7 

E-8 

11.9 

27.2 

22.1 

19.9 

E-9 

10.4 

28.0 

23.3 

20.6 

Total 

14.0 

28.8 

26.8 

20.7 

Officer 

0-1 

15.1 

35.6 

31.8 

25.8 

0-2 

13.1 

30.8 

33.5 

24.5 

0-3 

14.6 

39.5 

33.2 

26.8 

0-4 

13.3 

37.6 

32.1 

26.5 

0-5 

10.1 

35.7 

27.0 

22.4 

0-6 

12.8 

33.2 

25.5 

22.1 

Total 

13.3 

36.7 

31.4 

25.3 

1992  Survey 

Enlisted 

E-3 

18.7 

28.4 

21.4 

13.4 

E-4 

16.6 

31.1 

21.5 

11.9 

E-5 

12.9 

26.0 

21.1 

12.2 

E-6 

11.0 

23.8 

20.4 

13.3 

E-7 

10.7 

23.9 

19.0 

14.1 

E-8 

9.6 

21.6 

18.1 

17.1 

E-9 

9.3 

21.1 

21.4 

15.7 

Total 

13.8 

21.1 

20.9 

12.7 

Officer 

0-1 

13.6 

30.1 

27.7 

16.7 

0-2 

11.5 

29.6 

24.4 

14.8 

0-3 

10.2 

29.8 

25.9 

18.5 

0-4 

7.1 

27.5 

20.0 

15.4 

0-5 

8.7 

28.5 

22.2 

17.3 

0-6 

8.6 

24.9 

19.8 

13.3 

Total 

9.3 

28.6 

23.0 

16.5 

SOURCE;  1992  Reserve  Components  Survey,  Q.108A-D;  1986  Reserve 
Components  Survey,  Q.102. 
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Table  B.8 

Time  Preference  for  Major  Activities 


Question:  How  do  you  feel  about  the  amount  of  time  you  spend  on  each  activity  listed 
_ _  below? 


1986  Survey  _ 1992  Survey 


E-1- 

E-4 

E-5- 

E-9 

0-1- 

0-3 

0-3+ 

E-1- 

E-4 

E-5- 

E-9 

0-1- 

0-3 

0-3+ 

Civilian  job 

Spend  too  much  time 

14.9 

20.1 

23.5 

28.3 

18.5 

23.1 

29.8 

23.9 

Right  amount  of  time 

59.6 

68.1 

62.5 

63.2 

58.0 

65.6 

58.6 

59.9 

Don't  spend  enough  time 

9.2 

4.5 

5.3 

6.0 

9.0 

3.5 

4.3 

3.7 

Does  not  apply 

16.4 

7.4 

8.7 

2.5 

14.6 

7.8 

7.4 

3.5 

Total 

100.0 

100.0 

100.0 

100.0 

100.0 

100.0 

100.0 

100.0 

Reserve  job 

Spend  too  much  time 

9.5 

10.0 

20.5 

26.3 

10.8 

9.5 

17.8 

21.8 

Right  amount  of  time 

78.5 

81.4 

69.1 

68.6 

76.1 

80.8 

70.9 

70.5 

Don’t  spend  enough  time 

10.1 

7.6 

9.6 

4.3 

9.5 

7.8 

9.7 

6.0 

Does  not  apply 

1.8 

1.0 

0.7 

0.3 

3.7 

1.9 

1.6 

1.7 

Total 

100.0 

100.0 

100.0 

100.0 

100.0 

100.0 

100.0 

100.0 

Family  activities 

Spend  too  much  time 

1.9 

0.6 

0.3 

0.0 

1.1 

0.5 

0.3 

0.2 

Right  amount  of  time 

38.2 

31.1 

27.4 

23.2 

34.3 

30.3 

26.8 

26.9 

Don't  spend  enough  time 

53.9 

64.1 

66.7 

73.7 

58.6 

65.0 

68.0 

70.2 

Does  not  apply 

5.9 

4.2 

5.6 

3.0 

6.1 

4.2 

4.9 

2.8 

Total 

100.0 

100.0 

100.0 

100.0 

100.0 

100.0 

100.0 

100.0 

Leisure  Time 

Spend  too  much  time 

5.7 

1.8 

1.3 

0.6 

3.9 

1.9 

1.01 

0.6 

Right  amount  of  time 

38.9 

31.0 

28.5 

22.8 

35.1 

29.1 

25.9 

23.4 

Don’t  spend  enough  time 

52.3 

65.4 

69.5 

76.1 

58.3 

67.6 

72.4 

75.7 

Does  not  apply 

3.1 

1.8 

0.7 

0.5 

2.7 

1.5 

0.7 

0.3 

Total 

100.0 

100.0 

100.0 

100.0 

100.0 

100.0 

100.0 

100.0 

Community  activities 

Spend  too  much  time 

2.1 

2.8 

2.6 

4.8 

1.4 

2.2 

2.2 

4.2 

Right  amount  of  time 

28.8 

30.5 

29.7 

37.0 

27.2 

28.9 

29.7 

35.3 

Don’t  spend  enough  time 

45.3 

48.6 

54.9 

51.0 

49.0 

51.8 

57.4 

53.6 

Does  not  apply 

23.8 

18.2 

12.8 

7.2 

22.4 

17.2 

10.8 

6.9 

Total 

100.0 

100.0 

100.0 

100.0 

100.0 

100.0 

100.0 

100.0 

SOURCE:  1992  Reserve  Components  Survey,  Q.142;  1986  Reserve  Components  Survey, 
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Table  B.9 

Family  Problems  Due  to  Reserve  Service 


Question:  How  much  of  a  problem  for  the  family  is  absence  for  the  following? 
(Percentages  are  for  those  reporting  a  "seribus/somewhat  of  a  problem.") 


1986  Survey 

1992  Survey 

Grade 

Weekend 

Drills 

Annual 

Training 

Extra  Time 
Spent  at 
Guard/ 
Reserve 

Weekend 

Drills 

Annual 

Training 

Extra  Time 
Spent  at 
Guard/ 
Reserve 

Enlisted 

E-3 

18.7 

38.3 

30.1 

25.0 

40.9 

24.3 

E-4 

16.3 

30.2 

22.1 

19.2 

33.0 

20.0 

E-5 

13.8 

24.1 

21.1 

14.6 

26.6 

18.0 

E-6 

14,9 

24.0 

22.7 

14.0 

24.9 

18.2 

E-7 

14.5 

22.9 

22.2 

14.5 

23.8 

19.7 

E-8 

19.1 

24.7 

30.6 

15.4 

21.8 

20.8 

E-9 

20.8 

23.2 

33.9 

13.8 

17.0 

20.2 

Total 

15.1 

25.2 

22.6 

15.9 

27.5 

19.0 

Officer 

0-1 

13.6 

25.0 

29.5 

23.3 

34.0 

24.8 

0-2 

19.6 

29.4 

36.4 

21.5 

33.0 

31.0 

0-3 

27.9 

37.6 

42.9 

22.8 

33.5 

30.7 

0-4 

30.0 

36.6 

40.8 

23.6 

31.9 

27.7 

0-5 

27.2 

32.5 

34.8 

23.7 

30.8 

26.9 

0-6 

23.7 

26.5 

27.9 

18.9 

22.4 

22.7 

Total 

26.7 

34.3 

38.5 

22.8 

31.5 

28.3 

SOURCE:  1992  Reserve  Components  Survey,  Q.97A“C;  1986  Reserve  Components 
Survey,  Q.87A-C. 
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Table  B.IO 

Spouse  Attitude  Toward  Reserve  Service 


Question:  What  is  your  spouse's  overall  attitude  toward  your  participation  in  the 


Guard/Reserve? 


1986  Survey 

1992  Survey 

Grade 

Very/ 

Somewhat 

Favorable 

(%) 

Somewhat/ 
Very  Un- 
Neither  favorable 
(%)  (%) 

Very/ 

Somewhat 

Favorable 

(%) 

Neither 

(%) 

Somewhat/ 
Very  Un¬ 
favorable 
(%) 

Enlisted 

E-3 

60.6 

15.2 

24.2 

51.9 

30.1 

18.1 

E-4 

67.8 

15.9 

16.3 

64.3 

18.1 

17.7 

E-5 

75.2 

13.9 

10.9 

73.3 

15.2 

11.5 

E-6 

76.6 

12.8 

10.6 

77.5 

12.8 

9.7 

E-7 

79.2 

11.2 

9.6 

78.5 

12.6 

8.9 

E-8 

79.9 

10.7 

9.4 

81.6 

9.1 

9.2 

E-9 

80.1 

7.1 

12.8 

81.3 

9.6 

9.1 

Total 

74.9 

13.3 

11.8 

72.6 

15.1 

12.3 

Officer 

0-1 

80.5 

11.4 

8.1 

75.9 

00 

00 

15.3 

0-2 

75.8 

10.0 

14.2 

74.9 

10.6 

14.5 

0-3 

74.2 

11.5 

14.3 

78.8 

10.2 

11.0 

0-4 

78.7 

9.2 

12.1 

82.2 

8.1 

9.8 

0-5 

83.3 

8.6 

8.1 

83.0 

7.8 

9.2 

0-6 

84.2 

7.9 

7.9 

86.3 

5.1 

8.6 

Total 

78.4 

9.8 

11.8 

80.8 

8.7 

10.6 

SOURCE:  1992  Reserve  Components  Survey,  Q.98;  1986  Reserve  Components  Survey, 
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Table  C.l 

Perceived  Problems  in  Meeting  Unit  Training  Objectives  by  Reserve 
Component:  Enlisted  Personnel 


Problem 

ARNG 

USAR 

NR 

MCR 

ANG 

APR 

Not  enough  time  to  plan  training 
objectives  and  get  all  adminis¬ 
trative  paperwork  done 

12.4 

16.9 

18.8 

11.7 

8.8 

11.2 

Lack  of  access  to  good  training 
facilities  and  grounds 

15.5 

17.9 

22.5 

12.3 

7.2 

9.9 

Out-of-date  equipment/weapons 

14.0 

15.6 

17.3 

7,6 

4.5 

4.7 

Not  enough  drill  time  to  practice 
skills 

9.8 

10.7 

9.8 

7.4 

7.8 

7.7 

Lack  of  supplies,  such  as  ammuni¬ 
tion,  gasoline,  etc. 

9.4 

14.0 

14.8 

8.7 

5.0 

3.9 

Not  enough  staff  resources  to  plan 
training 

8.6 

11,2 

10.8 

7.5 

4.4 

6.6 

Being  below  strength  in  grades  E- 1 
to  E-4 

14.2 

8.7 

10.3 

7.7 

3.2 

4.6 

Shortage  of  MOS/Rating/Specialty 
Qualified  personnel 

7.3 

7.4 

7.4 

5.8 

1,9 

3.3 

Poor  mechanical  condition  of 
equipment/weapons 

8.8 

9.7 

12.0 

6.4 

2.8 

3.9 

Lack  of  good  instruction  manual 
and  materials 

9.9 

12.8 

13.5 

6.9 

3.6 

5.7 

Being  below  strength  in  grades  E-5 
to  E-9 

5.1 

7,0 

4.7 

3.5 

2.4 

4.1 

Low  quality  of  personnel  in  low 
grade  unit  drill  positions 

7.0 

6.5 

5.8 

4.7 

1.6 

2.5 

Ineffective  training  during  annual 
training 

7.6 

7,6 

9.6 

7.3 

4.3 

6.0 

Low  attendance  of  unit  personnel 
at  unit  drill 

7.4 

8.3 

2.9 

3.5 

1.7 

1.9 

Low  attendance  of  unit  personnel 
at  annual  training 

5.5 

5.8 

2.3 

2.7 

1.5 

1.6 

Excessive  turnover  of  unit  per¬ 
sonnel 

7.6 

10.5 

7.0 

6.2 

2.6 

4.9 

Inability  to  schedule  effective  unit 
annual  training,  due  to  gaining 
command's  operating  schedule 

6.9 

7.4 

7.7 

6.5 

3.6 

4.0 

Uncertainty  about  future  status  of 
unit 

15.8 

19.2 

17.4 

9.8 

8.5 

15.7 

SOURCE:  1992  Reserve  Components  Survey  Q.55,  p.  10. 
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Table  C.2 

Perceived  Problems  in  Meeting  Unit  Training  Objectives  by  Reserve 
Coihponent:  Officers 


Problem 

ARNG 

USAR 

NR 

MCR 

ANG 

APR 

Not  enough  time  to  plan  training 
objectives  and  get  all  adminis¬ 
trative  paperwork  done 

20.5 

23.0 

27.5 

19.9 

13.9 

12.8 

Lack  of  access  to  good  training 
facilities  and  grounds 

15.2 

11.7 

10.2 

7.8 

4.3 

5.7 

Out-of-date  equipment/weapons 

12.2 

9.9 

7.3 

5.2 

5.7 

3.7 

Not  enough  drill  time  to  practice 
skills 

13.0 

10.4 

5.5 

10.8 

6.4 

5.6 

Lack  of  supplies,  such  as  ammuni¬ 
tion,  gasoline,  etc. 

10.4 

10.5 

6.0 

4.5 

5.1 

2.4 

Not  enough  staff  resources  to  plan 
training 

5.3 

8.9 

6.8 

5.0 

3.3 

4.6 

Being  below  strength  in  grades  E-1 
to  E-4 

11.0 

4.5 

4.1 

5.8 

1.2 

2.1 

Shortage  of  MOS/ Rating/ Specialty 
Qualified  personnel 

3.8 

5.3 

3.9 

5.2 

2.0 

1.7 

Poor  mechanical  condition  of 
equipment/ weapons 

5.6 

5.3 

3.9 

2.4 

2.3 

2.2 

Lack  of  good  instruction  manual 
and  materials 

4.4 

6.9 

6.5 

2.3 

3.2 

3.6 

Being  below  strength  in  grades  E-5 
to  E-9 

2.7 

4.7 

5.0 

4.9 

0.7 

1.9 

Low  quality  of  personnel  in  low 
grade  unit  drill  positions 

2.4 

3.1 

2.4 

0.7 

0.6 

1.0 

Ineffective  training  during  annual 
training 

3.0 

3.8 

3.1 

1.3 

1.6 

4.0 

Low  attendance  of  unit  personnel 
at  unit  drill 

3.6 

3.2 

1.4 

0.2 

1.3 

0.8 

Low  attendance  of  unit  personnel 
at  annual  training 

3.1 

2.6 

1.0 

0.4 

0.7 

1.0 

Excessive  turnover  of  unit  per¬ 
sonnel 

4.3 

6.1 

5.9 

2.6 

1.4 

2.4 

Inability  to  schedule  effective  unit 
annual  training,  due  to  gaining 
command's  operating  schedule 

4.0 

4.8 

5.0 

3.4 

2.3 

2.8 

Uncertainty  about  future  status  of 
unit 

13.6 

15.3 

11.5 

9.6 

7.9 

12.3 

SOURCE:  1992  Reserve  Components  Survey,  Q.55,  p.  10. 
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Table  C.3 

Perceived  Problems  in  Meeting  Unit  Training  Objectives:  Rankings  by 
ARNG  Enlisted  Personnel,  1992 


Nonmobilized 
Personnel 
Percent 
Seeing  a 
Serious 


Mobilized 

Personnel 


Percent 
Seeing  a 
Serious 


Problem 


Problem  Ranking  Problem  Ranking 


Not  enough  time  to  plan  training 
objectives  and  get  all  adminis¬ 
trative  paperwork  done 
Lack  of  access  to  good  training 
facilities  and  grounds 
Out-of-date  equipment/weapons 
Not  enough  drill  time  to  practice 
skills 

Lack  of  supplies,  such  as  ammuni¬ 
tion,  gasoline,  etc. 

Not  enough  staff  resources  to  plan 
training 

Being  below  strength  in  grades  E-1  to 
E-4 

Shortage  of  MOS/ Rating/Specialty 
Qualified  personnel 
Poor  mechanical  condition  of 
equipment/weapons 
Lack  of  good  instruction  manual  and 
materials 

Being  below  strength  in  grades  E-5  to 
E-9 

Low  quality  of  personnel  in  low  grade 
unit  drill  positions 
Ineffective  training  during  annual 
training 

Low  attendance  of  unit  personnel  at 
unit  drill 

Low  attendance  of  unit  personnel  at 
annual  training 

Excessive  turnover  of  unit  personnel 
Inability  to  schedule  effective  unit 
annual  training,  due  to  gaining 
command's  operating  schedule 
Uncertainty  about  future  status  of 
unit 


12.5 

5 

12.0 

4 

15.5 

2 

15.5 

1 

14.4 

3 

11.9 

5 

9.9 

6 

9.3 

8 

9.5 

8 

9.1 

10 

8.8 

9 

7.7 

11 

14.3 

4 

13.5 

3 

7.3 

13 

7,3 

13 

8.7 

10 

9.3 

8 

9.9 

6 

10.3 

6 

5.0 

18 

6.0 

17 

7.1 

15 

6.8 

15 

7.8 

11 

6.7 

16 

7.4 

12 

7.3 

13 

5.5 

17 

5.5 

18 

7.2 

14 

9.5 

7 

6.8 

15.9 


16 

1 


7.6 

14.8 


12 

2 


SOURCE:  1992  Reserve  Components  Survey,  Q.55,  p.  10. 
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Table  C.4 

Perceived  Problems  in  Meeting  Unit  Training  Objectives:  Rankings  by 
USAR  Enlisted  Personnel,  1992 


Nonmobilized 

Personnel 

Mobilized 

Personnel 

Problem 

Percent 
Seeing  a 
Serious 
Problem 

Ranking 

Percent 
Seeing  a 
Serious 
Problem 

Ranking 

Not  enough  time  to  plan  training 
objectives  and  get  all 
administrative  paperwork  done 

16.5 

3 

18.1 

1 

Lack  of  access  to  good  training 
facilities  and  grounds 

17.8 

2 

17.9 

2 

Out-of-date  equipment/weapons 

15.8 

4 

14.9 

4 

Not  enough  drill  time  to  practice 
skills 

10.9 

8 

10.2 

9 

Lack  of  supplies,  such  as 
ammunition,  gasoline,  etc. 

14.4 

5 

13.1 

5 

Not  enough  staff  resources  to  plan 
training 

11.1 

7 

11.2 

7 

Being  below  strength  in  grades  E-1  to 
E-4 

9.3 

11 

7.1 

15 

Shortage  of  MOS/ Rating/ Specialty 
Qualified  personnel 

7.6 

13 

7.0 

16 

Poor  mechanical  condition  of 
equipment/weapons 

9.6 

10 

10.0 

10 

Lack  of  good  instruction  manual  and 
materials 

12.6  . 

6 

13.0 

6 

Being  below  strength  in  grades  E-5  to 
E-9 

6.6 

17 

8.1 

12 

Low  quality  of  personnel  in  low  grade 
unit  drill  positions 

6.7 

16 

5.9 

17 

Ineffective  training  during  annual 
training 

7.6 

13 

7.6 

14 

Low  attendance  of  unit  personnel  at 
unit  drill 

8.3 

12 

8.4 

11 

Low  attendance  of  unit  personnel  at 
annual  training 

5.8 

18 

5.7 

18 

Excessive  turnover  of  unit  personnel 

10.5 

9 

10.5 

8 

Inability  to  schedule  effective  unit 
annual  training,  due  to  gaining 
command’s  operating  schedule 

7.2 

15 

8.1 

12 

Uncertainty  about  future  status  of 
unit 

20.8 

1 

15.0 

3 

SOURCE:  1992  Reserve  Components  Survey,  Q,55,  p.  10. 
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Table  C.5 

Perceived  Problems  in  Meeting  Unit  Training  Objectives:  Rankings  by 
NR  Enlisted  Personnel,  1992 


Problem 


Nonmobilized 

_ Personnel _ 

Percent 
Seeing  a 
Serious 

Problem  Ranking 


Mobilized 

Personnel 


Percent 
Seeing  a 
Serious 

Problem  Ranking 


Not  enough  time  to  plan  training 
objectives  and  get  all  adminis¬ 
trative  paperwork  done 
Lack  of  access  to  good  training 
facilities  and  grounds 
Out-of-date  equipment/weapons 
Not  enough  drill  time  to  practice 
skills 

Lack  of  supplies,  such  as  ammu¬ 
nition,  gasoline,  etc. 

Not  enough  staff  resources  to 
plan  training 

Being  below  strength  in  grades  E-1 
to  E-4 

Shortage  of  MOS/Rating/ 

Specialty  Qualified  personnel 
Poor  mechanical  condition  of 
equipment/weapons 
Lack  of  good  instruction  manual 
and  materials 

Being  below  strength  in  grades  E-5 
to  E-9 

Low  quality  of  personnel  in  low 
grade  unit  drill  positions 
Ineffective  training  during  annual 
training 

Low  attendance  of  unit  personnel 
at  unit  drill 

Low  attendance  of  unit  personnel 
at  annual  training 

Excessive  turnover  of  unit  personnel 
Inability  to  schedule  effective  unit 
annual  training,  due  to  gaining 
command’s  operating  schedule 
Uncertainty  about  future  status  of 
unit 


17.9 

3 

24.0 

2 

22.1 

1 

24.9 

1 

17.5 

4 

16.4 

4 

9.6 

10 

10.5 

10 

14.4 

5 

17.3 

3 

10.5 

8 

12.8 

6 

10.0 

9 

12.2 

8 

7.2 

13 

8.8 

13 

12.2 

7 

10.7 

9 

13.2 

6 

15.5 

5 

4.3 

16 

7.2 

15 

5.7 

15 

6.6 

16 

9.7 

11 

8.9 

12 

2.6 

17 

4.4 

17 

2.2 

18 

3.2 

18 

6.6 

14 

9.3 

11 

7.6 

12 

8.6 

14 

18.3 

2 

12.6 

7 

SOURCE:  1992  Reserve  Components  Survey,  Q.55,  p.  10. 
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Table  C.6 

Perceived  Problems  in  Meeting  Unit  Training  Objectives:  Rankings  by 
MCR  Enlisted  Personnel,  1992 


Nonmobilized 

Personnel 

Mobilized 

Personnel 

Problem 

Percent 
Seeing  a 
Serious 
Problem 

Ranking 

Percent 

Seeinga 

Serious 

Problem 

Ranking 

Not  enough  time  to  plan  training 
objectives  and  get  all  adminis¬ 
trative  paperwork  done 

12.5 

1 

11.2 

2 

Lack  of  access  to  good  training 
facilities  and  grounds 

12.2 

2 

12.3 

1 

Out-of-date  equipment/weapons 

8.0 

5 

7.4 

7 

Not  enough  drill  time  to  practice 
skills 

9.4 

3 

6.0 

13 

Lack  of  supplies,  such  as  ammuni¬ 
tion,  gasoline,  etc. 

7.8 

7 

9.3 

4 

Not  enough  staff  resources  to  plan 
training 

7.1 

8 

7.8 

6 

Being  below  strength  in  grades  E-1 
to  E-4 

6.4 

10 

8.7 

5 

Shortage  of  MOS/Rating/Specialty 
Qualified  personnel 

6.6 

9 

5.2 

14 

Poor  mechanical  condition  of 
equipment/weapons 

5.6 

13 

7.0 

10 

Lack  of  good  instruction  manual 
and  materials 

6.3 

11 

7.4 

7 

Being  below  strength  in  grades  E-5 
to  E-9 

2.4 

17 

4.3 

16 

Low  quality  of  personnel  in  low 
grade  unit  drill  positions 

4.0 

15 

5.2 

14 

Ineffective  training  during  annual 
training 

8.0 

5 

6.8 

12 

Low  attendance  of  unit  personnel 
at  unit  drill 

3.5 

16 

3.5 

17 

Low  attendance  of  unit  personnel 
at  annual  training 

2.1 

18 

3.1 

18 

Excessive  turnover  of  unit  personnel 

4.8 

14 

7.2 

9 

Inability  to  schedule  effective  unit 
annual  training,  due  to  gaining 
command’s  operating  schedule 

5.9 

12 

6.9 

11 

Uncertainty  about  future  status  of 
unit 

9.3 

4 

10.1 

3 

SOURCE:  1992  Reserve  Components  Survey,  Q.55,  p.  10. 
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Table  C.7 

Perceived  Problems  in  Meeting  Unit  Training  Objectives:  Rankings  by 
ANG  Enlisted  Personnel,  1992 


Nonmobilized 

Personnel 

Mobilized 

Personnel 

Problem 

Percent 
Seeing  a 
Serious 
Problem 

Ranking 

Percent 
Seeing  a 
Serious 
Problem 

Ranking 

Not  enough  time  to  plan  training 
objectives  and  get  all  adminis¬ 
trative  paperwork  done 

8.1 

2 

11.7 

1 

Lack  of  access  to  good  training 
facilities  and  grounds 

6.8 

4 

9.0 

3 

Out-of-date  equipment/weapons 

4.1 

8 

6.3 

6 

Not  enough  drill  time  to  practice 
skills 

7.4 

3 

9.4 

2 

Lack  of  supplies,  such  as  ammuni¬ 
tion,  gasoline,  etc. 

4.5 

5 

7.2 

5 

Not  enough  staff  resources  to  plan 
training 

4.3 

6 

5.2 

7 

Being  below  strength  in  grades  E-1 
to  E-4 

3.2 

11 

3,0 

14 

Shortage  ofMOS/Rating/Specialty 
Qualified  personnel 

1.8 

15 

2.6 

15 

Poor  mechanical  condition  of 
equipment/weapons 

2.7 

12 

3.4 

12 

Lack  of  good  instruction  manual 
and  materials 

3.4 

10 

4.6 

8 

Being  below  strength  in  grades  E-5 
to  E-9 

2.2 

14 

3.3 

13 

Low  quality  of  personnel  in  low 
grade  unit  drill  positions 

1.5 

16 

1.8 

18 

Ineffective  training  during  annual 
training 

4.3 

6 

4.3 

9 

Low  attendance  of  unit  personnel 
at  unit  drill 

1.5 

16 

2.5 

16 

Low  attendance  of  unit  personnel 
at  annual  training 

1.3 

18 

2.0 

17 

Excessive  turnover  of  unit  personnel 

2.4 

13 

3.5 

11 

Inability  to  schedule  effective  unit 
annual  training,  due  to  gaining 
command's  operating  schedule 

3.5 

9 

4.2 

10 

Uncertainty  about  future  status  of 
unit 

8.7 

1 

7.8 

4 

SOURCE:  1992  Reserve  Components  Survey,  Q.55,  p.  10. 
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Table  C.8 

Perceived  Problems  in  Meeting  Unit  Training  Objectives:  Rankings  by 
APR  Enlisted  Personnel,  1992 


Nonmobilized 

Personnel 

Mobilized 

Personnel 

Problem 

Percent 
Seeing  a 
Serious 
Problem 

Ranking 

Percent 
Seeing  a 
Serious 
Problem 

Ranking 

Not  enough  time  to  plan  training 
objectives  and  get  all  adminis¬ 
trative  paperwork  done 

10.1 

3 

13.4 

1 

Lack  of  access  to  good  training 
facilities  and  grounds 

10.3 

2 

9.2 

3 

Out-of-date  equipment/weapons 

4.5 

9 

5.2 

9 

Not  enough  drill  time  to  practice 
skills 

7.5 

4 

8.1 

4 

Lack  of  supplies,  such  as  ammuni¬ 
tion,  gasoline,  etc. 

3.4 

13 

4.8 

12 

Not  enough  staff  resources  to  plan 
training 

6.8 

5 

6.0 

5 

Being  below  strength  in  grades  E-1 
to  E-4 

4.7 

8 

4.4 

13 

Shortage  of  MOS/Rating/Specialty 
Qualified  personnel 

3.4 

13 

2.9 

16 

Poor  mechanical  condition  of 
equipment/weapons 

3.8 

11 

4.3 

14 

Lack  of  good  instruction  manual 
and  materials 

5.6 

7 

5.8 

7 

Being  below  strength  in  grades  E-5 
to  E-9 

3.4 

13 

5.5 

8 

Low  quality  of  personnel  in  low 
grade  unit  drill  positions 

2.0 

17 

3.5 

15 

Ineffective  training  during  annual 
training 

6.3 

6 

5.4 

9 

Low  attendance  of  unit  personnel  at 
unit  drill 

2.2 

16 

1.4 

18 

Low  attendance  of  unit  personnel  at 
annual  training 

1.5 

18 

2.0 

17 

Excessive  turnover  of  unit  personnel 

4.4 

10 

6.0 

5 

Inability  to  schedule  effective  unit 
annual  training,  due  to  gaining 
command’s  operating  schedule 

3.5 

12 

5.2 

11 

Uncertainty  about  future  status  of 
unit 

16.9 

1 

13.4 

1 

SOURCE:  1992  Reserve  Components  Survey,  Q.55,  p.  10. 
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Table  C.9 

Perceived  Problems  in  Meeting  Unit  Training  Objectives:  Rankings  by 
ARNG  Officers,  1992 


Nonmobilized 

Personnel 

Mobilized 

Personnel 

Problem 

Percent 
Seeing  a 
Serious 
Problem 

Ranking 

Percent 
Seeing  a 
Serious 
Problem 

Ranking 

Not  enough  time  to  plan  training 
objectives  and  get  all 
administrative  paperwork  done 

20.9 

1 

18.1 

1 

Lack  of  access  to  good  training 
facilities  and  grounds 

15.6 

2 

12.7 

3 

Out-of-date  equipment/weapons 

12.5 

5 

10.8 

6 

Not  enough  drill  time  to  practice 
skills 

13.1 

4 

12.3 

4 

Lack  of  supplies,  such  as 
ammunition,  gasoline,  etc. 

10.3 

7 

11.3 

5 

Not  enough  staff  resources  to  plan 
training 

5.0 

9 

6.7 

8 

Being  below  strength  in  grades  E-1 
to  E-4 

11.4 

6 

8.9 

7 

Shortage  of  MOS/ Rating/ Specialty 
Qualified  personnel 

3.6 

14 

4.7 

11 

Poor  mechanical  condition  of 
equipment/weapons 

5.6 

8 

5.3 

9 

Lack  of  good  instruction  manual 
and  materials 

4.4 

10 

4.5 

12 

Being  below  strength  in  grades  E-5 
to  E-9 

2.5 

18 

3.6 

14 

Low  quality  of  personnel  in  low 
grade  unit  drill  positions 

2.7 

17 

1.1 

18 

Ineffective  training  during  annual 
training 

3.0 

16 

3.2 

15 

Low  attendance  of  unit  personnel  at 
unit  drill 

3.8 

13 

2.2 

16 

Low  attendance  of  unit  personnel  at 
annual  training 

3.3 

15 

1.6 

17 

Excessive  turnover  of  unit  personnel 

4.2 

11 

5.0 

10 

Inability  to  schedule  effective  unit 
annual  training,  due  to  gaining 
command's  operating  schedule 

3.9 

12 

4.0 

13 

Uncertainty  about  future  status  of 
unit 

13.3 

3 

15.5 

2 

SOURCE:  1992  Reserve  Components  Survey,  Q.55,  p.  10. 
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Table  C.IO 

Perceived  Problems  in  Meeting  Unit  Training  Objectives:  Rankings  by 
USAR  Officers,  1992 


Nonmobilized 

Personnel 

Mobilized 

Personnel 

Problem 

Percent 
Seeing  a 
Serious 
Problem 

Ranking 

Percent 
Seeing  a 
Serious 
Problem 

Ranking 

Not  enough  time  to  plan  training 
objectives  and  get  all 
administrative  paperwork  done 

22.7 

1 

23.6 

1 

Lack  of  access  to  good  training 
facilities  and  grounds 

11.5 

3 

12.1 

3 

Out-of-date  equipment/ weapons 

9.8 

6 

10.1 

6 

Not  enough  drill  time  to  practice 
skills 

10.2 

5 

10.8 

4 

Lack  of  supplies,  such  as 
ammunition,  gasoline,  etc. 

10.5 

4 

10.3 

5 

Not  enough  staff  resources  to  plan 
training 

9.1 

7 

8.5 

7 

Being  below  strength  in  grades  E-1  to 
E-4 

4.9 

12 

3.5 

14 

Shortage  of  MOS/Rating/Specialty 
Qualified  personnel 

5.3 

10 

5.5 

11 

Poor  mechanical  condition  of 
equipment/weapons 

5.1 

11 

5.8 

10 

Lack  of  good  instruction  manual  and 
materials 

7.2 

8 

6.4 

8 

Being  below  strength  in  grades  E-5  to 
E-9 

4.6 

14 

5.0 

12 

Low  quality  of  personnel  in  low 
grade  unit  drill  positions 

3.2 

17 

3.0 

16 

Ineffective  training  during  annual 
training 

3.9 

15 

3.5 

14 

Low  attendance  of  unit  personnel  at 
unit  drill 

3.5 

16 

2.5 

17 

Low  attendance  of  unit  personnel  at 
annual  training 

2.7 

18 

2.4 

18 

Excessive  turnover  of  unit  personnel 

6.2 

9 

5.9 

9 

Inability  to  schedule  effective  unit 
annual  training,  due  to  gaining 
command’s  operating  schedule 

4.9 

12 

4.6 

13 

Uncertainty  about  future  status  of 
unit 

14.8 

2 

16.5 

2 

SOURCE:  1992  Reserve  Components  Survey,  Q.55,  p.  10. 
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Table  C.ll 

Perceived  Problems  in  Meeting  Unit  Training  Objectives:  Rankings  by 

NR  Officers,  1992 


Nonmobilized 
Personnel 
Percent 
Seeing  a 
Serious 


Mobilized 

Personnel 


Problem 


Percent 
Seeing  a 
Serious 


Problem  Ranking  Problem  Ranking 


Not  enough  time  to  plan  training 
objectives  and  get  all  adminis¬ 
trative  paperwork  done 
Lack  of  access  to  good  training 
facilities  and  grounds 
Out-of-date  equipment/ weapons 
Not  enough  drill  time  to  practice 
skills 

Lack  of  supplies,  such  as  ammuni¬ 
tion,  gasoline,  etc. 

Not  enough  staff  resources  to  plan 
training 

Being  below  strength  in  grades  E-1 
to  E-4 

Shortage  of  MOS/ Rating/ Specialty 
Qualified  personnel 
Poor  mechanical  condition  of 
equipment/weapons 
Lack  of  good  instruction  manual 
and  materials 

Being  below  strength  in  grades  E-5 
toE-9 

Low  quality  of  personnel  in  low 
grade  unit  drill  positions 
Ineffective  training  during  annual 
training 

Low  attendance  of  unit  personnel  at 
unit  drill 

Low  attendance  of  unit  personnel  at 
annual  training 

Excessive  turnover  of  unit  personnel 
Inability  to  schedule  effective  unit 
annual  training,  due  to  gaining 
command’s  operating  schedule 
Uncertainty  about  future  status  of 
unit 


27.4 

1 

28.2 

1 

9.8 

3 

12.4 

2 

7.3 

4 

7.4 

8 

5.3 

8 

7.1 

9 

5.2 

9 

10.2 

4 

6.6 

5 

7.7 

7 

3.7 

13 

6.0 

11 

3.7 

13 

4.8 

12 

3.8 

12 

4.7 

13 

6.1 

7 

9.0 

5 

4.6 

10 

6.8 

10 

2.0 

16 

4.2 

14 

3.1 

15 

3.1 

16 

1.4 

17 

1.4 

17 

1.0 

18 

.9 

18 

6.3 

6 

3.7 

15 

4.3 

11.5 


11 

2 


8.7 

11.9 


SOURCE:  1992  Reserve  Components  Survey,  Q.55,  p.  10. 
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Table  C.  12 

Perceived  Problems  in  Meeting  Unit  Training  Objectives:  Rankings  by 
MCR  Officers,  1992 


Nonmobilized 

Personnel 

Mobilized 

Personnel 

Problem 

Percent 
Seeing  a 
Serious 
Problem 

Ranking 

Percent 
Seeing  a 
Serious 
Problem 

Ranking 

Not  enough  time  to  plan  training 
objectives  and  get  all  adminis¬ 
trative  paperwork  done 

20.8 

1 

19.1 

1 

Lack  of  access  to  good  training 
facilities  and  grounds 

8.3 

4 

7.4 

4 

Out-of-date  equipment/weapons 

6.7 

5 

4.0 

7 

Not  enough  drill  time  to  practice 
skills 

9.9 

2 

11.5 

2 

Lack  of  supplies,  such  as  ammuni¬ 
tion,  gasoline,  etc. 

5.5 

9 

3.7 

9 

Not  enough  staff  resources  to  plan 
training 

6.7 

5 

3.7 

9 

Being  below  strength  in  grades  E-1 
to  E-4 

6.1 

8 

5.6 

5 

Shortage  of  MOS/ Rating/Specialty 
Qualified  personnel 

6.7 

5 

3.9 

8 

Poor  mechanical  condition  of 
equipment/weapons 

2.0 

14 

2.8 

12 

Lack  of  good  instruction  manual 
and  materials 

3.8 

11 

1.1 

15 

Being  below  strength  in  grades  E-5 
to  E-9 

5.3 

10 

4.5 

6 

Low  quality  of  personnel  in  low 
grade  unit  drill  positions 

.6 

17 

.8 

16 

Ineffective  training  during  annual 
training 

1.3 

15 

1.3 

14 

Low  attendance  of  unit  personnel  at 
unit  drill 

.3 

18 

.2 

17 

Low  attendance  of  unit  personnel  at 
annual  training 

.7 

16 

.2 

17 

Excessive  turnover  of  unit  personnel 

2.9 

13 

2.4 

13 

Inability  to  schedule  effective  unit 
annual  training,  due  to  gaining 
command's  operating  schedule 

3.4 

12 

3.4 

11 

Uncertainty  about  future  status  of 
unit 

9.1 

3 

10.1 

3 

SOURCE;  1992  Reserve  Components  Survey,  Q.55,  p.  10. 
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Table  C.13 

Perceived  Problems  in  Meeting  Unit  Training  Objectives:  Rankings  by 
ANG  Officers,  1992 


Nonmobilized 

Personnel 

Mobilized 

Personnel 

Problem 

Percent 
Seeing  a 
Serious 
Problem 

Ranking 

Percent 
Seeing  a 
Serious 
Problem 

Ranking 

Not  enough  time  to  plan  training 
objectives  and  get  all  adminis¬ 
trative  paperwork  done 

12.6 

1 

18.8 

1 

Lack  of  access  to  good  training 
facilities  and  grounds 

3.4 

6 

7.6 

6 

Out-of-date  equipment/ weapons 

4.8 

4 

9.0 

4 

Not  enough  drill  time  to  practice 
skills 

5.6 

3 

9.1 

3 

Lack  of  supplies,  such  as  ammuni¬ 
tion,  gasoline,  etc. 

4.2 

5 

8.8 

5 

Not  enough  staff  resources  to  plan 
training 

3.1 

7 

4.2 

9 

Being  below  strength  in  grades  E-1 
to  E-4 

1.4 

13 

.3 

18 

Shortage  of  MOS/Rating/Specialty 
Qualified  personnel 

1.9 

10 

2.6 

11 

Poor  mechanical  condition  of 
equipment/weapons 

1.6 

12 

4.8 

8 

Lack  of  good  instruction  manual 
and  materials 

2.6 

8 

5.5 

7 

Being  below  strength  in  grades  E-5 
to  E-9 

.5 

16 

1.3 

15 

Low  quality  of  personnel  in  low 
grade  unit  drill  positions 

.6 

17 

.8 

16 

Ineffective  training  during  annual 
training 

1.4 

13 

2.3 

12 

Low  attendance  of  unit  personnel  at 
unit  drill 

1.5 

11 

.6 

17 

Low  attendance  of  unit  personnel  at 
annual  training 

.4 

18 

1.5 

14 

Excessive  turnover  of  unit  personnel 

1.2 

15 

2.1 

13 

Inability  to  schedule  effective  unit 
annual  training,  due  to  gaining 
command’s  operating  schedule 

2.0 

9 

3.7 

10 

Uncertainty  about  future  status  of 
unit 

7.5 

2 

9.5 

2 

SOURCE:  1992  Reserve  Components  Survey,  Q.55,  p.  10. 
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Table  C.14 

Perceived  Problems  in  Meeting  Unit  Training  Objectives:  Rankings  by 
APR  Officers,  1992 


Nonmobilized 

Personnel 

Mobilized 

Personnel 

Problem 

Percent 
Seeing  a 
Serious 
Problem 

Ranking 

Percent 
Seeing  a 
Serious 
Problem 

Ranking 

Not  enough  time  to  plan  training 
objectives  and  get  all  adminis¬ 
trative  paperwork  done 

9.4 

2 

19.6 

1 

Lack  of  access  to  good  training 
facilities  and  grounds 

4.3 

4 

8.6 

3 

Out-of-date  equipment/weapons 

2.2 

8 

6.4 

6 

Not  enough  drill  time  to  practice 
skills 

4.6 

3 

7.6 

4 

Lack  of  supplies,  such  as  ammu¬ 
nition,  gasoline,  etc. 

1.5 

13 

4.0 

10 

Not  enough  staff  resources  to  plan 
training 

3.5 

5 

6,9 

5 

Being  below  strength  in  grades  E-1  to 
E-4 

1.6 

10 

3.0 

13 

Shortage  of  MOS/Rating/Specialty 
Qualified  personnel 

1.4 

14 

2.2 

16 

Poor  mechanical  condition  of 
equipment/weapons 

1.6 

10 

3.6 

12 

Lack  of  good  instruction  manual  and 
materials 

3.2 

7 

4.5 

8 

Being  below  strength  in  grades  E-5  to 
E-9 

1.4 

14 

2.7 

14 

Low  quality  of  personnel  in  low  grade 
unit  drill  positions 

.8 

16 

1.3 

18 

Ineffective  training  during  annual 
training 

3.3 

6 

5.4 

7 

Low  attendance  of  unit  personnel  at 
unit  drill 

.3 

17 

1.9 

17 

Low  attendance  of  unit  personnel  at 
annual  training 

.3 

17 

2.3 

15 

Excessive  turnover  of  unit  personnel 

1.6 

10 

3.9 

11 

Inability  to  schedule  effective  unit 
annual  training,  due  to  gaining 
command’s  operating  schedule 

1.9 

9 

4.5 

8 

Uncertainty  about  future  status  of 
unit 

12.8 

1 

11.3 

2 

SOURCE:  1992  Reserve  Components  Survey,  Q.55,  p.  10. 
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1992  Reserve  Components 
Survey  of  Enlisted  Personnel 


Dear  Survey  Participant: 

Please  remove  this  cover  before  returning 
your  completed  survey.  To  remove  cover,  fold 
back  and  forth  at  perforation  several  times, 
then  tear  off.  Do  not  return  the  cover  when 
returning  your  completed  survey. 


•  U.S.  GOVERNMENT  PRINTING  QEFICE:  1992*312.525/60003 
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RCS  DD-FM  8.  Pton  1852 


1992  Reserve  Components 
Survey  of  Enlisted  Personnel 


The  National  Guard  and  Reserve  Components  are  conducting  a  survey  of  Guard/Reserve  personnel.  You 
have  been  selected  to  participate  in  this  important  survey.  Please  read  the  instructions  before  you  begin  the 
questionnaire. 


PRIVACY  NOTICE 


AUTHORITY:  10  U.S.C.  136 

PRINCIPAL  PURPOSE  OR  PURPOSES: 
Information  collected  in  this  survey  is  used  to 
sample  attitudes  and/or  discern  perceptions  of 
social  problems  observed  by  the  Guard  and 
Reserve  Components  members  and  to  support 
additional  manpower  research  activities.  This 
information  will  assist  in  the  formulation  of 
policies  which  may  be  needed  to  improve  the 
environment  tor  Reserve  Components  members 
and  families. 


ROUTINE  USES;  None 

DISCLOSURE:  Your  survey  instrument  will  be 
treated  as  confidential.  All  Identifiable  Information 
will  be  used  only  by  persons  engaged  in,  and  for 
the  purposes  of,  the  survey.  It  will  not  be 
disclosed  to  others  or  used  for  any  other 
purpose.  Only  group  statistics  will  be  reported. 

Your  participation  in  the  survey  is  voluntary. 
Failure  to  respond  to  any  questions  will  not  result 
in  any  penalty.  However,  your  participation  is 
encouraged  so  that  the  data  will  be  complete  and 
representative. 


OFFICE  USE  ONLY 

JPN 

CNR 

CRF 

iNE 
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INSTRUCTIONS  FOR  COMPLETING  THE  SURVEY 


•  Pleate  uw  a  No.  2  pencil. 


•  Make  heavy  black  marks  that  fill  the  circle  for 
your  answer. 

•  Please  do  not  make  stray  marks  of  any  kind. 

INCORRECT  MARKS  CORRECT  MARK 

G  )g:-  e  o  o  •  o  o 


•  Answers  to  some  of  the  questions  will  be  on  a 
SEVEN-POINT  SCALE. 

Example: 

How  satisfied  are  you  with  the  opportunities  you 
have  for  promotion  in  your  unit? 
very  Very 

OitaaHsfied  Satisfied 

©-@-0-#-®-®-© 


If  your  answer  Is  “VERY  DISSATISFIED,"  you  would 
darken  the  circle  for  number  1. 


•  Sometimes  you  will  be  asked  to  “Mark  one.“  When 
this  instruction  appears,  mark  the  one  best  answer. 


Example: 

In  what  month  are  you  completing  the  survey? 

O  August 
9  September 
O  October 
O  November 
O  December 
O  January 
O  February 

If  your  answer  is  “September,"  then  just  mark  that 
one  circle. 


•  Sometimes  you  will  be  asked  to  “Mark  all  that  apply." 
When  this  instruction  appears,  you  may  mark  more 
than  one  answer. 


If  your  answer  is  “VERY  SATISFIED,"  you  would 
darken  the  circle  for  number  7. 

If  your  opinion  is  somewhere  in  between,  you  would 
darken  the  circle  for  number  2Qt3fil4siSfi£6. 


•  If  you  are  asked  to  give  numbers  for  your  answer, 
please  record  as  shown  below. 

Example: 

How  old  were  you  on  your  last  birthday? 

If  your  answer  Is  24... 

Write  the  numbers  In  the  boxes,  making  sure  that 
the  lastJiumber  is  always  placed  in  the  right-hand 
box. 

Fill  In  the  unused  boxes  with  zeros. 


Example: 

In  which  components  have  you  served?  Mark  all  that 
apply. 

#  Active  Army  (USA) 

O  Army  National  Guard  (ARNG) 

#  Army  Reserve  (USAR) 

C' Active  Navy  (USN) 

G  Naval  Reserve  (USNR) 

C  Active  Air  Force  (USAF) 

^  .  Air  National  Guard  (ANG) 

G>  Air  Force  Reserve  (USAFR) 

©Active  Marine  Corps  (USMC) 

G  Marine  Corps  Reserve  (USMCR) 

I  Active  Coast  Guard  (USCG) 

G  Coast  Guard  Reserve  (USCGR) 

If  your  answer  is  "Active  Army  (USA)"  and  “Army 
Reserve  (USAR),"  then  mark  the  two  circles  clearly. 


Then  darken  the  circle  for  the  matching  number 
below  each  box. 


Write  the 
number  in  the 
boxes  - 


Then  fill  In  the 
matching 
circles  - 


Age  Last  Birthday 


2H 

I©© 

® 

©' 

®® 

I®® 

® 

® 

M 
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I  LOCATION 


1.  In  what  month  are  you  completing  the  survey? 

Mark  one. 

O  August 
O  September 
O  October 
O  November 
O  December 
O  January 
O  February 

2.  Which  of  the  following  best  describes  the  type  of  place 
where  you  are  living  now?  Mark  one. 

O  In  military  housing  on  a  base/installation 
O  In  a  large  city  (over  250,000) 

O  In  a  suburb  near  a  large  city 
O  In  a  medium-sized  city  (50,000-250,000) 

O  In  a  suburb  near  a  medium-sized  city 
O  In  a  small  city  or  town  (under  50,000) 

O  On  a  farm  or  ranch 
O  In  a  rural  area  but  not  on  a  farm  or  ranch 


6.  When  do  you  expect  to  get  your  NEXT  PROMOTION  to 
a  higher  pay  grade?  Mark  one. 

O  In  less  than  3  months 

O  3-6  months  from  now 

O  7-9  months  from  now 

0 16-12  months  from  now 

0 13-10  months  from  now 

0 1 9  months  to  2  years  from  now 

O  25  months  to  3  years  from  now 

O  More  than  3  years  from  now 

O  Does  not  apply,  I  doni  expect  any  more  promotions 


7.  Do  you  expect  to  receive  a  commission  to  Warrant 
Officer  or  Officer? 

O I  am  a  Warrant  Officer  or  Officer 

OVes 

ONo 


8.  In  what  year  did  you  fits!  enter  any  branch  of  the 

military?  (If  you  first  entered  in  the  Active  Force,  record  the 
year  you  first  entered  the  Active  Force.) 


3.  How  tong  have  you  lived  In  your  present 
neighborhood?  Mark  one. 

O  Less  than  a  year 
0 1-2  years 
O  2-3  years 
03-5  years 
(3  5  years  or  more 


n  MILITARY  BACKGROUND 


Write  the 
number  In  the 
boxes  - y 


Then  fill  In  the 
matching 

circles  - f 


Year 


@ 

®® 

®® 

®® 

®® 

®® 


4.  Of  which  Reserve  Component  are  you  a  member? 
Mark  one. 

O  Army  National  Guard  (ARNG) 

O  Army  fteserve  (USAR) 

O  Naval  Reserve  (USNR) 

O  Marine  Corps  Reserve  (USMCR) 

O  Air  National  Guard  (ANG) 

O  Air  Force  Reserve  (USAFR) 

O  Coast  Guard  Reserve  (USCGR) 


5.  What  is  your  present  pay  grade?  Mark  one. 


ENLISTED  GRADES 

OFFICER  GRADES 

OE-1 

OE-6 

Ow-1 

Oo-i 

OE-2 

OE-7 

OW-2 

00-2 

OE-3 

OE-8 

OW-3 

00-3 

OE-4 

OE-9 

OW-4 

00-4 

OE-5 

00-5 

00-6 

O  0-7  and  above 

9.  When  you  first  entered  the  military.  In  which 
component  did  you  serve?  Do  not  include  as  active 
service,  sen/ice  lor  basic  and  initial  training  only. 

Mark  one. 

O  Active  Army  (USA) 

O  Army  National  Guard  (ARNG) 

O  Army  Reserve  (USAR) 

O  Active  Navy  (USN) 

O  Naval  Reserve  (USNR) 

O  Active  Air  Force  (USAF) 

O  Air  National  Guard  (ANG) 

O  Air  Force  Reserve  (USAFR) 

O  Active  Marine  Corps  (USMC) 

O  Marine  Corps  Reserve  (USMCR) 

O  Active  Coast  Guard  (USCG) 

O  Coast  Guard  Reserve  (USCGR) 


oooooooooooo 
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,ich  components  have  you  served?  Do  not  include 
j  active  service,  service  lor  basic  and  initiai  training  only. 

Mark  all  that  apply. 

Active  Army  (USA) 

Army  National  Guard  (ARNG) 

Army  Reserve  (USAR) 

Active  Navy  (USN) 

Naval  Reserve  (USNR) 

Active  Air  Force  (USAF) 

Air  National  Guard  (ANG) 

Air  Force  Reserve  (USAFR) 

Active  Marine  Corps  (USMC) 

Marine  Corps  Reserve  (USMCR) 

Active  Coast  Guard  (USCG) 

Coast  Guard  Reserve  (USCGR) 


11.  In  all,  to  the  nearest  year,  how  long  have  you  served  In 
the  Guard/Reserve?  Do  not  include  active  duty  years. 

O  Less  than  1  year 


Years 


12.  In  all.  to  the  nearest  year,  how  long  did  you  serve  In  the 
Active  Force/on  active  duty?  Do  not  include  your  initial 
active  duty  training  for  the  Guard/Reserve.  Include  service 
as  FTS-AGFVTAR. 

O  I  have  never  served  in  the  Active  Force 
O  Less  than  1  year 


Years 


13.  When  you  finally  leave  the  Guard/Reserve,  how  many 
total  years  of  service  do  you  expect  to  have?  (Include 
active  duty  years.) 

Years 


14.  Are  you  in  a  different  unit  now  than  you  were  two  years 
ago?  Mark  one. 

O I  have  not  been  in  the  Guard/Reserve  for  two  years, 

GO  TO  QUESTION  17 

O  No.  I  am  in  the  same  unit,  GO  TO  QUESTION  1 7 
O  Yes,  in  a  different  unit  but  in  the  same  component 
O  Yes,  in  a  different  unit  in  a  different  component 


15.  Why  did  you  change  units?  Mark  alj  that  apply 
O I  was  offered  a  promotion 
O  Promotion  was  more  likely  in  a  new  unit 
O I  relocated  away  from  the  previous  unit 
O  I  wanted  to  retrain  in  a  different  skill 
O I  liked  the  job  better  in  my  new  unit 
O I  liked  the  people  better  in  my  new  unit 
O  My  old  unit  was  disestablished 
O  Other  reasons 


16.  Did  you  have  to  retrain  in  a  new  skill  when  you 
changed  units? 

OYes 
O  No 


17.  Were  you  mobilized/activated/called-up  as  a  Reservist 
during  Operation  Desert  Shield/Desert  Storm? 

Mark  all  that  apply. 

O  No,  GO  TO  QUESTION  19 
O  Yes,  deployed  to  Persian  Gulf  area 
O  Yes.  deployed  to  other  overseas  location 
O  Yes.  deployed  in  the  United  States 
O  Yes,  stayed  in  my  local  community 


OOOS2  oooooooooo 
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w  many  months  were  you  mobilized/ 
dctivated/calied-up? 


Number  Months 


19.  At  the  time  of  your  eniistment  or  your  most  recent 
reenlistment  (or  extension)  in  the  Guard/Reserve,  how 
many  years  of  Seiected  Reserve  service  did  you  sign 
up  for?  Mark  one. 

No  set  number  of  years 

1  year  or  less 

2  years 

3  years 

4  years 

5  years 

6  years 

7  years 

8  years 
Don't  know 


the  time  of  your  enlistment  or  most  recent 
mlistment,  did  you  receive  a  bonus?  Mark  one. 
No 

'V’es,  enlistment  or  affiliation  bonus 
Yes,  reenlistment  bonus 


21.  If  you  were  eligible  to  reenlist  this  year,  would  you 
receive  a  bonus  for  reenllsting? 

OYes 

ONo 

O  Don't  know 


22.  In  what  month  and  year  will  you  complete  your  current 
term  of  service  (or  extension)  in  the  Elected  Reserve 
{ETS)7 

A 

Month 

O  January 
O  February 
O  March 
O  April 
OMay 
O  June 
O  July 
O  August 
O  September 
O  October 
O  November 
O  December 

O  Don't  know 


23.  How  likely  are  you  to  REENLIST  OR  EXTEND  at  the  end 
of  your  current  term  of  service?  Assume  that  all  special 
pays  which  you  currently  receive  are  still  available. 
Mark  one. 

O  {0  in  1 0)  No  chance 
O  (1  ih  10)  Very  slight  possibility 
O  {2  in  1 0)  Slight  possibility 
O  (3  in  10)  Some  possibility 
O  (4  in  10)  Fair  possibility 
O  (5  in  10)  Fairly  good  possibility 
O  (6  in  10)  Good  possibility 
0(7  in  10)  Probable 
O  (8  in  10)  Very  probable 
O  (9  in  10)  Almost  sure 
0(10  in  10)  Certain 
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24.  Below  are  some  reasons  people  have  lor  DECIDING  TO 
LEAVE  the  National  Guard/Reserve.  If  you  decide  to 
leave  the  Guard/Reserve  at  the  end  of  your  current 
term,  which  of  these  would  be  your  most  Important 
reason  for  leaving?  Which  would  be  your  second  most 
important  reason  for  leaving? 

(Mark  one  reason  under  each  column.) 


(B) 


1  WOULD  LEAVE  THE 

<A) 

Mott 

SOCOfMl 

Moat 

GUARD/RESERVE  BECAUSE: 

Important 

Important 

nMOon 

Roaaon 

a.  1  am  not  eligible  to  reenlist 

O 

O 

b.  1  am  moving  to  another  area 

c.  It  is  too  hard  to  get  to  my 

0 

o 

Guard/Reserve  unit 

o 

o 

d.  1  need  the  time  for  my  education 

o 

o 

e.  My  unit  drills  conflict  with  my  civilian  job  O 

o 

f.  My  unit  drills  conflict  with  my  family 

activities 

o 

o 

g.  1  want  more  leisure  time 

o 

o 

h.  1  don't  like  my  unit's  training 

o 

o 

i.  My  unit  doesn't  have  modem  equipment 

for  training 

o 

o 

j.  I'm  bored  with  unit  activities 

0 

o 

k.  The  pay  is  too  low 

o 

o 

1.  Promotions  are  too  slow 

o 

o 

m.  I've  had  too  many  problems  getting  paid  O 

o 

n.  Problems  caused  by  mobilization/ 

activalion/deployment 

o 

o 

How  likely  are  you  to  liay  in  the  Guard/Reserve  until 

qualified  for  retirement?  Assume  that  all  special  pays 

which  you  currently  receive  are  still  available.  Mark  one. 

O  (0  in  1 0)  No  chance 

0(1  in  10)  Very  slight  possibility 

O  (2  in  10)  Slight  possibility 

O  (3  in  10)  Some  possibility 

O  (4  in  10)  Fair  possibility 

O  (5  in  10)  Fairly  good  possibility 

O  (6  in  10)  Good  possibility 

0(7  in  10)  Probable 

O  (8  in  10)  Very  probable 

O  (9  in  10)  Almost  sure 

0(10  in  10)  Certain 


26.  Do  you  plan  to  elect  the  Reserve  Components  Survivor 
Benefit  Plan  (SBP)  when  eligible? 

O  Does  not  apply,  I  don't  plan  to  remain  until  20  years 
O I  have  already  elected  to  participate 
O I  have  already  elected  nfll  to  participate 
O  Yes,  upon  receipt  of  my  20-year  letter 
O  Yes,  when  I  am  60  years  old 
ONo 

O  Uncertain,  I  am  not  aware  of  the  plan  at  all 
O  Uncertain,  I  don't  understand  the  plan  clearly 
O  Uncertain,  I  have  not  made  up  my  mind 


27.  How  concerned  are  you  about  the  following  as  a  result  of  current  talk  about  force  reductions  In  the  Guard/Reserve? 

Mark  one  lor  each  item. 


Very  Greatly 

Greatly 

Moderately 

Somewhat 

Not  At  All 

Concerned 

Concerned 

Concerned 

Concerned 

Concerned 

a.  Your  long-term  opportunities  in  the  Guard/Reserve  O 

b.  The  financial  burden  on  you  and/or  your  family  should 

o 

o 

o 

o 

you  have  to  leave  the  Guard/Reserve  unexpectedly  Q 

o 

0 

o 

o 

c.  Impact  of  my  unit  closing  on  my  community  O 

0 

o 

0 

o 

28.  The  questions  below  are  about  your  preparedness.  Mark  one  lor  each  Item. 

Yes 

No 

Don't 

Know 

Does  Not 
Apply 

a.  Do  you  have  a  current  written  will? 

o 

o 

o 

O 

b.  Does  anyone  currently  hold  your  power-of-attorney? 

o 

o 

0 

o 

c.  Do  you  have  life  insurance  other  than  SGLI/VGLI? 

o 

o 

o 

o 

d.  Have  you  tilled  out  a  record  of  emergency  data? 

o 

o 

o 

o 

e.  Does  your  spouse  or  next-of-kin  know  where  to  find  your  papers? 

0 

o 

o 

0 

f.  Do  you  verlfy/updale  annually  your  record  of  emergency  data? 

0 

o 

o 

o 
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29.  tf  you  ware  to  be  called  up,  how  much  of  a  problem  would  each  of  the  following  be  for  you  or  your  family? 

Mark  one  number  tor  each  item. 


A  Serious 
Problem 

Not  A 
Problem 

Don't 

Know 

Does  Not 
Apply 

a.  Employer  problems  at  the  beginning  of  the 

moblllzation/actlvation/call-up 

© 

© 

© 

© 

© 

© 

© 

o 

o 

b.  Employer  problems  when  you  returned  to  your  job 

© 

© 

© 

© 

© 

© 

© 

o 

0 

c.  Getting  the  same  job  back  after  returning 

© 

© 

© 

© 

© 

© 

© 

o 

0 

d.  Loss  of  civilian  health  benefits  during  the  call-up 

e.  Lossof  seniority,  promotion  opportunity,  or  job 

© 

© 

© 

© 

© 

© 

© 

o 

0 

responsibility  on  civilian  job 

© 

© 

© 

© 

© 

© 

© 

o 

0 

f.  Loss  of  Income  during  the  call-up 

© 

© 

© 

© 

© 

© 

© 

o 

o 

g.  Attitudes  of  supervisor  or  co-workers  upon  return 

© 

© 

© 

© 

© 

© 

© 

o 

0 

h.  Business  or  medical  practice  would  be  damaged 

© 

© 

© 

© 

© 

© 

© 

o 

o 

1.  Problems  for  patients,  clients,  customers 

© 

© 

© 

© 

© 

© 

© 

o 

o 

j.  Spouse  would  need  work  but  would  not  find  job 

© 

© 

© 

© 

© 

© 

© 

o 

o 

k.  Increased  family  problems 

© 

© 

© 

© 

© 

© 

© 

o 

o 

1.  Increased  chances  for  a  marital  separation  or  divorce 

© 

© 

© 

© 

© 

© 

© 

o 

o 

m.  Problems  tor  children 

© 

© 

© 

© 

© 

© 

© 

o 

o 

n.  Burden  on  spouse 

© 

© 

© 

© 

© 

© 

© 

o 

o 

0.  Child  care  during  the  call-up 

© 

© 

© 

© 

© 

© 

© 

o 

o 

30.  People  participate  in  the  Guard/Reserve  for  many  reasons.  How  much  have  each  of  the  following  contributed  to  your 
most  recent  decision  to  stay  In  the  Guard/Reserve?  Mark  one  tor  each  item. 


a.  Sen/ing  the  country 

b.  Using  educational  benefits 

c.  Obtaining  training  in  a  skill  that  would  help  get  a  civilian  job 

d.  Senring  with  the  people  in  the  unit 

e.  Getting  credit  toward  Guard/Reserve  retirement 

I.  Promotion  opportunities 

g.  Opportunity  to  use  military  equipnnent 

h.  Challenge  ol  military  training 

i.  Needed  the  money  tor  basic  family  expenses 

j.  Wanted  extra  money  to  use  now 

k.  Saving  income  for  the  future 

l.  Travel/"get  away"  opportunities 

m.  Just  enjoyed  the  Guard/Reserve 

n.  Pride  in  my  accomplishments  in  the  Guard/Reserve 


Major 

Moderate 

Minor 

No 

ntrlbutlon 

Contribution 

Contribution 

Contribution 

o 

o 

o 

o 

o 

o 

o 

o 

o 

o 

o 

o 

o 

0 

o 

o 

o 

o 

o 

o 

o 

o 

o 

o 

o 

o 

0 

o 

o 

o 

o 

0 

0 

o 

o 

0 

o 

o 

o 

o 

o 

0 

o 

o 

o 

o 

o 

o 

o 

o 

o 

o 

o 

o 

o 

o 
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IV  MILITARY  TRAINING,  BENEFITS,  AND  PROGRAMS 


□ 


31 .  How  were  you  trained  for  your  current  Primary 
Occupational  Specialty  (MOS/DesIgnator/RatIng/AFSC)? 
Mark  al!  that  apply. 

O  In  a  formal  service  school 
O  On-the-job  training  (OJT)  in  a  civilian  job 
O  In  a  forma!  civilian  school 
O  On-the-job  training  (OJT)  in  the  active  service 
O  On-the-job  training  (OJT)  in  a  Guard/Reserve  unit 
O  Correspondence  course(s) 

32.  For  all  of  1991,  what  percentage  of  your  Guard/Reserve 
time  was  spent  working  In  your  Primary  Occupational 
Specialty  (MOS/Designator/Rating/AFSC)? 

o  None  O  25-49%  o  75-99% 

01-24%  050-74%  0 1 00%  (Al!) 

33.  Is  your  current  Primary  Occupational  Specialty 
(MOS/Designator/Rating/AFSC)  the  same  one  you  had 
while  on  active  duty? 

O  Does  not  apply,  I  don't  have  O  Yes 
prior  active  duty  service  O  No 


37.  Did  you  attend  the  1991  Annual  Training/ACOUTRA  a 
few  days  at  a  time,  a  week  or  more  at  a  time,  or  all  at 
once? 

o  Did  not  attend  1991  Annual  Training/ACOUTRA 
O  A  few  days  at  a  time,  several  times  over  the  year 
O  A  week  or  more  at  a  time 
O  All  at  once 

38.  In  calendar  year  1991,  how 
many  paid  “Workdays,"  1q 
addition  to  any  regular  drill 
days  and  Annual 
TralnIng/ACDUTRA,  did  you 
serve? 

O  None 


Paid  Workdays 


®®® 

®®® 

®®® 

®® 

®® 

®® 

®® 

®® 

®® 


34.  How  similar  is  your  civilian  job  to  your  Guard/Reserve 
duty? 

O  Does  not  apply,  I  don't  have  a  civilian  job 
O  Does  not  apply,  my  civilian  job  is  as  a  Guard/Reserve 
military  technician 
O  Very  similar 
O  Similar 

O  Somewhat  simitar 
O  Not  similar  at  all 

35.  In  calendar  year  1 991 ,  which  of  the  following  did  you 
participate  in/perform?  Mark  all  that  apply. 

O  Drill  weekends 
O  Annual  Training/ACDUTRA 
O  Active  duty  (other  than  for  training) 

O  Active  duty  for  school  training 
O  Guard/Reserve  work  at  my  home  or  on  my  civilian  job 

36.  In  1991 ,  how  many  days  of  Annual  Training/ACDUTRA 
did  you  attend?  Do  not  include  school  unless  used  to 
satisfy  your  Annual  Training/ACDUTRA  requirement. 


O  Did  not  attend  1991  Annual 
Training/ACDUTRA 


®  ® 
®® 
®® 
®® 

®® 

®® 

®® 


39.  In  an  average  month  In  1991, 
how  many  unpaid  hours  did 
you  spend  at  your  drill 
location  (place  of  regular 
duty)? 

ONone 


Unpaid 

Hours  Per  Month 


®®@ 

®®® 

®®® 

®@® 

®®® 

®®® 

®®® 

®®® 

®®® 

®®® 


40.  For  all  of  1991.  what  was  your  total  Guard/Reserve 
Income  BEFORE  taxes  and  deductions?  Include  any 
pay  from  drills.  Annual  Training/ACDUTRA,  enlistment 
or  affiliation  bonuses,  and  any  call-ups  or  other  active 
duty  or  active  duty  for  training. 

Please  give  your  best  estimate.  Total  Guard/ 
Reserve  Income 


•  Record  the  amount  In  the 

boxes.  - ^ 

•  Round  to  the  nearest  whole 
dollar. 

•  Fill  In  the  unused  boxes  with 
zeros.  (For  example.  If  your 
answer  Is  $1 ,503.75,  enter 
01504.) 

•  Then  mark  the  matching  circle 

below  each  box. - y 


®®®®® 
®®®®® 
®®®®® 
®®®®® 
®®®®® 
®®®®® 
®®®®® 
®®®®® 
®  ®®®  ® 
®  ®  i?i  ®  ® 
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41.  In  an  average  month  in  1991,  how  often  did  you 
and/or  your  apouse  use  each  of  the  following? 

Mark  one  for  each  item. 


TIMES  USED  IN  AVERAGE  MONTH 


Not 

UMd 

One* 

1Vrtc* 

Hum  to 
FIvellmM 

SIxTImM 
or  Mora 

a.  Commissary  O 

0 

0 

0 

0 

b.  Exchange  0 

0 

0 

0 

0 

c.  Other  military 
facilities  O 

0 

0 

0 

0 

42.  Which  of  the  following  limit  your  and/or  your  spouse's 
use  of  the  commissary  and  exchange? 

Mark  a!!  that  apply  in  each  column.  B. 


Commlwary 

Exehanga 

Prices 

0 

0 

Stock 

0 

0 

Hours 

0 

0 

Distance 

Military  does  not  allow  more 

0 

0 

frequent  use 

0 

0 

Are  you  now  eligible  for  educational  benefits  as 
of  military  service?  Mark  2!!  that  apply. 

8  result 

O  No.  GO  TO  QUESTION  45 
O  Yes,  State  benefits  for  my  Guard/Reserve  sen/ice 
O  Yes.  Montgomery  Gl  Bill  for  Selected  Reserve 
O  Yes.  Active  Force  benefits  (VEAP,  Gl  Bill) 

O  Don't  know/am  not  sure 

44.  Which  educational  benefits  are  you  now  using? 

Mark  21!  that  apply. 

ONone 

O  State  benefits  for  Guard/Reserve 
O  Montgomery  Gl  Bill  ior  Selected  Reserve 
O  Active  Force  benefits  (VEAP,  Gl  Bill) 

45.  Which  of  the  following  medical/hospitalization 
coverages  do  you  have?  Mark  2!1  that  apply. 

O  My  spouse's  active  duty  military  coverage 
O  My  active  duty  military  coverage 
O  Veterans'  (VA)  coverage 
O  My  civilian  employers  health  care  plan 
O  My  spouse's  civilian  employers  plan 
O  Other  private  coverage 
O  None,  GO  TO  QUESTION  47 

46.  How  would  you  rate  the  coverage  provided  by  the 
civilian  medical  insurance  which  you  have? 

O  Does  not  apply,  I  do  not  have  civilian  medical  insurance 

O  Excellent 

OGood 

OFair 

O  Poor 


47.  ff  It  were  available  through  your  membership  In  the 
Guard  or  Reserve,  would  you  be  Interested  In 
purchasing  medical  Insurance? 

O  Yes,  for  myself  and  my  family 
O  Yes,  for  myself  only 
O  Not  sure 

ONo,  go  to  question  49 

48.  If  you  could  buy  medical  Insurance  through 
Guard/Reserve  participation,  what  Is  the  maximum 
premium  cost  you  would  be  willing  to  pay  per  month? 

O  Less  than  $50  per  month 
O  $50  per  month 
O  $100  per  month 
O  $150  per  month 
O  $200  per  month 
O  $250  or  more  per  month 

49.  How  much  did  you  spend  on  health  care  services  and 
products  (for  you  and  your  family)  last  year?  Include 
CHAMPUS  deductions,  civilian  insurance  premiums, 
and  drugs,  etc.  Do  not  Include  dental  care. 

O  Less  than  $100 
O$100to$500 
O$501  to  $1,000 
O  $1,001  to  $1,500 
O  $1,501  to  $2,500 
O  More  than  $2,500 
O  Doni  know 

50.  Which  of  the  following  dental  coverages  do  you  have? 
Mark  2!!  that  apply. 

O  My  spouse's  active  duty  military  coverage 
O  My  active  duty  military  coverage 
O  Veterans'  (VA)  coverage 
O  My  civilian  employer's  dental  plan 
O  My  spouse's  civilian  employer's  plan 
O  Other  private  coverage 
O  None,  GO  TO  QUESTION  52 

51.  How  would  you  rate  the  coverage  provided  by  the 
civilian  dental  insurance  which  you  have? 

O  Does  not  apply,  I  do  not  have  civilian  denial  insurance 

O  Excellent 

OGood 

OFair 

O  Poor 

52.  If  It  were  available  through  your  membership  In  the 
Guard  or  Reserve,  would  you  be  Interested  in 
purchasing  dental  Insurance? 

O  Yes,  for  myself  and  my  family 
O  Yes,  for  myself  only 
O  Not  sure 

O  No,  GO  TO  QUESTION  54 
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53.  If  you  could  buy  dental  insurance  through  monthly 
withholding  from  your  Reserve  paycheck,  what  Is  the 
maximum  premium  cost  you  would  be  willing  to  pay 
per  month? 

o  Less  than  $25  per  month 
O  250  per  month 
O  $100  per  month 
O  $150  per  month 
O  $200  per  month 
O  $250  or  more  per  month 


54.  How  much  did  you  spend  for  dental  treatment  (for  you 
and  your  family)  last  year?  (Include  civilian  premiums 
as  well  as  direct  payments  for  treatment.) 

o  Less  than  $100 
O  $100 -$200 
O  $201  -$300 
O  $301  -$500 
O  $501  -  $800 
O  $001  -$1,000 
O  $1.001 -$2,000 
O  More  than  $2,000 
O  Doni  know 


55,  How  much  of  a  problem  is  each  of  the  following  for  your  unit  In  meeting  vour  unit's  training  objectives?  Please  mark  the 
number  which  shows  your  opinion  on  the  lines  below.  For  example,  people  who  feel  that  an  Item  Is  Not  A  Problem 
would  mark  7.  People  who  feel  that  an  item  is  A  Serious  Problem  would  mark  1.  Others  may  have  opinions  somewhere 
between  1  and  7.  Mark  one  for  each  item. 


A  Sarfou* 

Not  A 

Don't 

Problem 

Problem 

Know 

a. 

Out-of-date  equipment/weapons 

® 

® 

® 

® 

® 

® 

o 

b. 

Poor  mechanical  condition  of  equipment/weapons 

® 

® 

® 

® 

® 

® 

o 

c. 

Beinq  below  strenoth  in  Grades  E-1  -  E-4 

® 

® 

® 

® 

® 

® 

o 

d. 

Being  below  strength  in  Grades  E-5  -  E-9 

® 

® 

® 

® 

® 

o 

e. 

Not  enough  staff  resources  to  plan  effectivo  training 

® 

® 

® 

® 

o 

(. 

Low  attendance  of  unit  personnel  at  Unit  Drills 

® 

® 

® 

® 

® 

® 

o 

g- 

Low  attendance  of  unit  oersonnel  at  Annual  Trainino/ACDUTRA 

® 

® 

® 

® 

® 

® 

o 

h. 

Ineffective  training  durino  Annual  Trainino/ACDUTRA 

® 

® 

® 

® 

® 

o 

I. 

Shortage  of  MOS/Rating/Specialty/AFSC  qualified  personnel 

® 

® 

® 

® 

® 

® 

® 

o 

j- 

Low  quality  of  personnel  in  low  grade  unit  drill  positions 

® 

® 

® 

® 

® 

® 

® 

o 

k. 

Not  enough  drill  lime  to  practice  skills 

® 

® 

® 

® 

® 

® 

® 

o 

I. 

Not  enough  time  to  plan  training  objectives  and  get  all  administrative 

paperwork  done 

® 

® 

® 

® 

® 

® 

o 

m. 

Lack  of  access  to  good  training  facilities  and  grounds 

® 

® 

® 

® 

® 

® 

® 

o 

n. 

Lack  of  good  instruction  manuals  and  materials 

® 

® 

® 

® 

® 

® 

® 

o 

0. 

Lack  of  supplies,  such  as  ammunition,  gasoline,  etc. 

® 

® 

® 

® 

® 

® 

® 

o 

P 

Excessive  turnover  of  unit  personnel 

® 

® 

® 

® 

® 

® 

® 

o 

g- 

Inability  to  schedule  effective  unit  annual  training  due  to  gaining 

command's  operating  schedule 

® 

® 

® 

® 

® 

® 

® 

o 

r. 

Uncertainty  about  future  status  of  unit 

® 

® 

® 

® 

® 

® 

® 

o 

PLEASE  CHECK:  HAVE  YOU  MARKED  A  CIRCLE  FOR  EACH  ITEM? 


56.  How  do  you  usually  get  to  the  place  of  regular  military 
duty  or  drills?  Mark  one. 

O  Drive  myself 
O  Driven  by  spouse 
O  Driven  by  another  family  member 
O  Car  pool 

O  Civilian  air  transportation 
O  Military  air  transportation 
O  Other  pubiic  transportation 
GTaxi 
C'  Waik 
C  Other 


57.  How  long  does  It  usually  take  you  to  get  from  home  to 
the  place  where  your  unit  meets/drills?  Mark  one. 

O  0-1 9  minutes 
O  20-39  minutes 
O  40-59  minutes 
O  1-2  hours 
O  2-3  hours 
O  3-6  hours 
O  6  hours  or  more 
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FOR  QUESTION  58  TO  QUESTION  67  BELOW,  PLEASE 
MARK  THE  NUMBER  WHICH  SHOWS  YOUR  QEINIQN  ON 
THE  LINE  FOLLOWING  EACH  QUESTION.  For  oxamplo, 
people  who  are  Very  Satisfied  would  mark  7.  People  who 
are  Very  Dissatisfied  would  mark  1.  Others  may  have 
opinions  somewhere  between  1  and  7. 

58.  How  satisfied  are  you  with  the  training  received 
during  vour  unit  drills? 

vary  Very 

Dlesatiefied  Setiefled 

©— ®— ®— 0— ®— ©— ® 

59.  How  satisfied  are  you  with  the  opportunities  you  have 
to  use  your  MOS/Designator/Rating/Speclalty/AFSC 
skills  during  unit  drills? 

Very  Very 

Dissatisfied  Satisfied 

®-®-®-®-®-®-® 

60.  How  satisfied  are  you  with  the  opportunities  you  have 
for  promotion  In  your  unit? 

Very  Very 

Dissatisfied  Satisfied 

®-®-®-®-®— 0-® 

61.  How  satisfied  are  you  with  your  opportunities  for 
leadership  in  your  unit? 

Very  Very 

Dissatisfied  Satisfied 

0-®-®-®-®—®-® 

62.  In  general,  how  would  you  describe  the  weapons  or 
equipment  your  unit  uses  during  your  unit  drills? 

Out-of-Date  Up-to-Date 

®-@-®-®-®-®-® 

63.  In  general,  how  would  you  describe  the  mechanical 
condition  of  the  weapons  and  equipment  your  unit 
uses  during  training? 


®-®-®-®-®-®-® 

64.  Overall,  how  satisfied  were  you  with  your  unit's 
activities  at  1991  Annual  TrainIng/ACDUTRA? 
O  Does  not  apply,  I  didn't  attend  1 991  Annual 
Training/ACDUTRA 

Very  Very 

Dissatisfied  Satisfied 

®-®-®-®-®-®-® 


65.  In  general,  how  would  you  describe  the  morale  of 
military  personnel  in  your  unit? 

Morale  Is  Morale  Is 

Very  Low  Vary  High 

©  — — — (4  —  0  — ®  — ® 


66.  In  general,  how  satisfied  are  you  with  the  supervision 
and  direction  given  during  unit  drills? 

very  Very 

Dissatisfied  Satisfied 

®-®-®-®-®-®-® 

67.  How  do  you  feel  about  not  going  to  the  Persian  Gulf 
area  during  Operation  Desert  Storm/Desert  Shield? 

O  Does  not  apply,  I  went  to  the  Persian  Gull  area 

Very  Very 

Displeased 

®-®— ®— 0-®— ®-® 


68.  How  long  have  you  been  in  your  present  unit? 

Years 

In  Present  Unit 


o  Less  than  1  year 


69.  How  likely  Is  It  that  another  conflict  requiring  a 
Reserve  call-up  will  occur  In  the  next  5  years? 

O  (0  in  10)  No  chance 
O  (1  in  10)  Very  slight  possibility 
O  (2  in  10)  Slight  possibility 
O  (3  in  10)  Some  possibility 
O  (4  in  10)  Fair  possibility 
O  (5  in  10)  Fairly  good  possibility 
O  (6  in  10)  Good  possibility 
O  (7  in  10)  Probable 
O  (fl  in  10)  Very  probable 
0(9  in  10)  Almost  sure 
0(10  in  10)  Certain 

70.  How  likely  is  It  that  you  would  be  called-up  if  such  c 
mobilization  occurred? 

O  (0  in  10)  No  chance 
O  (1  in  10)  Very  slight  possibility 
O  (2  in  1 0)  Slight  possibility 
O  (3  in  10)  Some  possibility 
O  (4  in  10)  Fair  possibility 
O  (5  in  10)  Fairly  good  possibility 
O  (6  in  10)  Good  possibility 
O  (7  in  10)  Probable 
O  (8  in  10)  Very  probable 
O  (9  in  10)  Almost  sure 
O  (10  in  10)  Certain 
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71.  If  you  were  mobilized  for  30  days 
total  Income; 

O  Increase  greatly 
O  Increase  somewhat 
O  Remain  the  same 
O  Decrease  somewhat 
O  Decrease  greatly 


y  INDIVIDUAL  AND  FAMILY 
CHARACTERISTICS 


78.  Are  you  male  or  female? 

OMale 
O  Female 


or  more,  would  your 


72.  If  mobilized,  would  you  mobilize  with  your  present  unit? 

OYes 

ONo 

O  Don't  know 

73.  If  mobilized,  would  your  military  duties  be  the  same  as 
your  current  duties  when  attending  Annual 
Tralning/ACDUTRA? 

O  Yes 
ONo 

O  Don't  know 

74.  Are  you  Army  or  Air  Force  National  Guard  or  Reserve? 

OYes 

O  No,  GO  TO  QUESTION  78 

75.  Are  you  a  military  technician,  i.e.,  a  civilian  employee  of 
the  Army  or  Air  Force  National  Guard  or  Reserve? 

OYes 

ONo,  GOTO  QUESTION  78 


‘6.  How  long  have  you  been  employed  as  a  military 
technician? 


O  Less  than  1  year 


Years 

as  Technician 


®® 

®® 

®® 

®® 

® 

® 

® 

® 

®l 


77.  Do  you  drill  with  the 
technician? 

OYes 

ONo 


same  unit  that  you  work  in  as  a 


79.  How  old  were  you  on  your  last  birthday? 

Age  Last 
Birthday 


® 

®® 

®® 

®® 

®® 

®® 

®® 

® 

® 


80.  Where  were  you  born? 

O  In  the  United  States 

O  Outside  the  United  States  to  military  parents 
O  Outside  the  United  Stales  to  non-military  parents 

81 .  Are  you  an  American  citizen? 

OYes 

O  No,  resident  alien 
O  No,  not  a  resident  alien 


82.  Did  you  vote  In  the  last  local  election?  In  the  last 
Presidential  election? 


A.  LAST  LOCAL  ELECTION 


B.  LAST  PRESIDENTIAL 
ELECTION 


o  Yes,  in  person  at  the  polls 
O  Yes,  by  absentee  ballot 
O  No 


O  Yes.  in  person  at  the  polls 
O  Yes.  by  absentee  ballot 
O  No 


S3.  Are  you  of  Spanish/Hispanic  origin  or  descent? 

OYes 
O  No 


84.  Are  you: 

O  American  Indian/Alaskan  Native 
O  Black/Negro/African-American 
O  Onental/Asian/Chinese/Japanese/Korean/Filipino/ 
Pacific  Islander 
O  White/Caucasian 
O  Other 
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85.  AS  OF  TODAY,  what  is  the  highest  school  grade  or 
academic  degree  that  you  have?  DO  NOT  INCLUDE 
DEGREES  FROM  TECHNICAUTRADE  OR  VOCATIONAL 
SCHOOLS.  Mark  one. 

O  Less  than  12  years  of  school  (no  diploma) 

O  GED  or  other  high  school  equivalency  certificate 
O  High  school  diploma 
O  Some  college,  but  did  not  graduate 
O  2-year  college  degree 
O  4-year  college  degree  (BA/BS) 

O  Some  graduate  school 
O  Master's  degree  (MA/MS) 

O  Doctoral  degree  (PhD/MD/LLB) 

O  Other  degree  not  listed  above 


86.  If  you  are  now  attending  civilian  schooling,  what  kind 
of  school  is  it?  Mark  iU  that  apply. 

O  Does  not  apply,  I  do  not  attend  school 
O  Vocational/trade/business  or  other  career  training  school 
O  Junior  or  community  college  (2-year) 

O  Four-year  college  or  university 
O  Graduate/professional  school 
O  Other 

87.  What  is  the  highest  school  grade  or  academic  degree 
that  you  think  you  will  complete  In  the  future?  Mark  one. 
O  Does  not  apply,  I  don't  plan  to  attend  school  in  the  future 
O  Less  than  1 2  years  of  school  (no  diploma) 

O  GED  or  other  high  school  equivalency  certificate 
O  High  school  diploma 
O  Some  college,  but  will  not  graduate 
O  2-year  college  degree 
O  4-year  college  degree  (BA/BS) 

O  Some  graduate  school 
O  Master's  degree  (MA/MS) 

O  Doctoral  degree  (PhD/MD/LLB) 

O  Other  degree  not  listed  above 


88.  Have  your  parents  (or  guardians),  brothers  or  sisters 
(Include  step-brothers  and  step-sisters)  served  in  or 
retired  from  the  military?  (Include  Guard/Reserve.) 

Mark  a!!  that  apply. 

A.  B.  C.  0. 

Father  Mother  Brother(e)  Slater(a) 

Never  served  O  O  O  O 

Currently  serving  in  the 

military  O  O  O  O 

Served  less  than  8  years 

and  separated  O  O  O  O 

Served  more  than  8  years 

(but  not  retired)  O  O  O  O 

Ret  red  from  the  military  O  O  O  O 


89.  What  is  your  current  marital  status? 

Mark  only  one  answer. 

O  Married  for  the  first  time 
O  Remarried 
O  Separated 

O  Widowed,  GO  TO  QUESTION  100 
O  Divorced,  GO  TO  QUESTION  100 
O  Never  married,  GO  TO  OUESTION  1 00 

90.  Is  your  spouse  currently  serving  on  active  duty  In  the 
Armed  Forces  or  in  the  Reserve/Guard? 

o  No  O  Yes,  in  a  Reserve/Guard  Component 

Yes,  on  active  duly  In  the; 
o  Regular  Army  O  Regular  Marine  Corps 
O  Regular  Navy  O  Regular  Air  Force 

O  Regular  Coast  Guard 

91.  Has  your  current  spouse  ever  served  in  the  U.S.  Armed 
Forces,  either  on  active  duty  or  in  the  Reserve? 

O  No,  spouse  never  served 
O  Yes,  spouse  is  retired  from  Service 
O  Yes,  spouse  is  separated  from  Service 
(3  Yes,  spouse  is  now  in  Service 

92.  How  rriany  years  have  you  been  married  to  your  current 
spouse? 

Years  Married 

O  Less  than  1  year 


93.  How  old  was  your  current  spouse  on  her  or  his  last 
birthday?  Age  Last  Birthday 


94.  Does  your  spouse  speak  English  as  the  main  language 
at  home? 

OYes 
O  No 
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FOR  QUESTIONS  95  AND  96  PLEASE  MARK  THE  NUMBER  WHICH  SHOWS  YOUR  OPINION  ON  THE  UNE  FOLLOWING 
EACH  QUESTION. 


95.  How  well  do  you  and  your  spouse  agree  on  your 
civilian  career  plans? 


Very  Well 


Not  Well 
At  All 


96.  How  well  do  you  and  your  spouse  agree  on  vour 
military  career  plans? 


Very  Well 


Not  Well 
At  All 


®-®-®-®-®-®-® 


97.  How  much  of  a  problem  for  your  family  are  each  of  the  following?  Mar1<  one  for  each  item. 


Serious 

Somewhat 
of  a 

Slight 

Note 

OoeeNot 

Doni 

Problem 

Problem 

Problem 

Problem 

Apply 

Know 

a.  Absence  for  weekend  drills 

0 

o 

o 

o 

o 

o 

b.  Absence  lor  Annual  Training/ACDUTRA 

o 

o 

o 

o 

0 

o 

c.  Absence  for  extra  time  spent  at  GuardfReserva 

o 

o 

o 

o 

o 

o 

98.  What  is  your  spouse's  overall  attitude  toward  your 
participation  in  the  Guard/Reserve?  Mark  one. 

O  Very  favorable 
O  Somewhat  favorable 
O  Neifher  favorable  nor  unfavorable 
O  Somewhat  unfavorable 
O  Very  unfavorable 


99.  Has  your  spouse's  support  for  your  decision  about 
staying  in  the  military  changed  in  the  past  year? 

O  Yes.  increased 
O  No.  decreased 
O  No.  has  not  changed 


EVERYBODY  ANSWER: 

100.  How  many  dependents  do  you  have  in  each  age  group? 
PP  PQt  include  yourself  or  your  spouse.  For  the  purpose 
of  this  question,  a  dependent  is  anyone  related  to  you  by 
blood,  marriage,  or  adoption,  and  who  depends  on  you 
for  over  half  his  or  her  support. 

O  Does  not  apply,  1  have  no  dependents, 

GOTO  QUESTION  104 

NUMBER  OF  DEPENDENTS 


Age  of  dependent 

Nsnfi 

1 

z 

3 

4 

More 

a.  Under  1  year 

o 

o 

0 

o 

o 

o 

b.  1  year  to  under  2  years  O 

o 

o 

o 

o 

o 

c.  2-5  years 

o 

o 

o 

o 

0 

o 

d.  6-13  years 

o 

o 

o 

o 

o 

o 

e.  14-22  years 

o 

o 

o 

o 

o 

o 

f.  23-64  years 

o 

o 

o 

o 

o 

o 

g.  65  years  or  over 

0 

0 

o 

o 

o 

o 

101.  Are  arrangements  for  your  dependents  who  live  with 
you  realistically  workable  for  each  of  the  following 
situations?  Mark  one  for  each  item. 

O  Does  not  apply,  my  dependents  do  not  live  with  me. 

Yes  Probably  No 

a.  Short-term  emergency  situation 

such  as  a  mobilization 

exerdsa  O  O  O 

b.  Long-term  situation  such  as 

being  called-up  or  mobilized  O  O  O 

102.  Are  any  of  your  dependents  physically,  emotionally,  or 
Intellectually  handicapped  requiring  specialized 
treatment  or  care? 

ONo 

O  Yes,  temporarily 

O  Yes,  permanently 


103.  If  you  are  a  single-parent  or  a  military  member 
married  to  military  member,  do  you  have  a  military 
family  care  plan? 

O  Does  not  apply 
O  Yes 
O  No 


104.  Do  you  have  elderly  relatives  for  whom  you  have 
responsibility  even  If  they  are  not  your  legal 
dependent(s)? 

ONo 
O  Yes 


105.  Does  this  elderly  relative  live  with  you? 
O  Does  not  apply 
OYes 
ONo 
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A.  YOUR  OWN  EXPERIENCE 

106,  Are  you  currently:  Mark  2!!  that  apply. 

O  Working  full-time  as  an  Army  or  Air  Force 

Guard/Reserve  technician.  GO  TO  QUESTION  109 
O  Working  lull-time  in  a  civilian  job  (not  technician) 

O  Working  part-time  in  a  civilian  job 
O  With  a  civilian  job  but  not  at  work  because  of  temporary 
illness,  vacation,  strike,  etc, 

O  Self-employed  in  own  business 
O  Unpaid  worker  (volunteer  or  in  family  business) 

O  Unemployed,  laid  off,  looking  for  work 
O  Not  looking  for  work  but  would  like  to  work 
O  In  school 
O  Retired 
O  A  homemaker 
O  Other 


107.  What  is  your  Immediate  (main)  civilian  supervisor's 
overall  attitude  toward  your  participation  in  the 
Guard/Reserve?  Mark  one. 

O  Does  not  apply,  I  am  not  working  at  a  civilian  job, 
GO  TO  QUESTION  109 
O  Does  not  apply,  I  am  self-employed 
O  Very  favorable 
O  Somewhat  favorable 
O  Neither  favorable  nor  unfavorable 
O  Somewhat  unfavorable 
O  Very  unfavorable 


108,  How  much  of  a  problem  for  your  main  employer  (or  tor  you,  if  self-employed)  are  each  of  the  following? 
Mark  one  for  each  item. 


Serious 

Somewhat 
of  a 

Slight 

Not  a 

Does  Not 

Donl 

Problem 

Problem 

Problem 

Problem 

Apply 

Know 

a.  Absence  for  weekend  dnTls 

0 

0 

0 

0 

0 

0 

b.  Absence  for  Annual  Training/ACDUTRA 

0 

0 

0 

0 

0 

0 

c.  Absence  for  extra  time  spent  at  Guard/Reserve 

0 

0 

0 

0 

0 

0 

d.  Time  spent  while  at  civilian  work  on  Guard/Reserve 

0 

0 

0 

0 

0 

0 

business 


THE  NEXT  QUESTIONS  ARE  ABOUT  YOUR  CIVILIAN 
JOB  IN  1 991 ,  IF  YOU  HAD  MORE  THAN  ONE  JOB, 
PLEASE  ANSWER  THESE  QUESTIONS  FOR  THE  JOB 
WHERE  YOU  WORKED  THE  MOST  HOURS  PER  WEEK 
FOR  MOST  OF  THE  YEAR. 

109.  What  kind  of  work  did  you  do;  that  is,  what  is  your 
job  called?  For  example,  electrical  engineer, 
construction  worker,  carpenter,  high  school  teacher, 
typist,  etc. 

o  i  had  no  civilian  job  in  1991,  GO  TO  QUESTION  122 

WRITE  THE  NAME  OF  YOUR  JOB  IN  THE  BOX  BELOW. 


KIND  OF  WORK/JOB  TITLE: 


110.  Which  of  the  following  best  describes  your  civilian 
employer  in  1991  ?  Mark  one. 

O  Federal  Government 
O  State  Government 

O  Local  Government  (including  public  schools) 

O  Self-employed  in  own  business 
O  Private  firm  with  more  than  500  employees 
O  Private  firm  with  100-499  employees 
O  Private  firm  with  less  than  100  employees 
O  Working  without  pay  in  family  business  or  farm 


111.  What  kind  of  organization  did  you  work  for  in  1991? 
(For  example,  TV  and  radio,  manufacturing,  retail 
shoe  store,  police  department,  etc.  Federal  workers: 
enter  the  Agency,  Department  or  Government 
Branch  for  which  you  work.) 

WRITE  THE  KfND  OF  ORGANIZATION 
(BUSINESS/INDUSTRY)  IN  THE  BOX  BELOW, 

DO  NOT  WRITE  THE  NAME  OF  THE  COMPANY. 


KIND  OF  ORGANIZATION: 


112.  What  was  your  Federal  Government  pay  type  and 
grade  at  the  end  of  1991  ?  Mark  both  the  pay  type  and 
number  grade. 

O  Does  not  apply,  I  didn't  work  for  the  Federal 
Government 


A.  Pay  Type  B.  Number  Grade 


0  SES  or  other  executive  pay 

0  16  or  higher 

08 

OGM 

Ol5 

07 

Ogs 

Ol4 

06 

Ows 

Ol3 

05 

Owl 

O12 

04 

QWG 

011 

03 

0  US  Postal  Service 

OIO 

02 

0  Other 

09 

Oi 
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113.  In  1991.  how  many  hours  per  week  did  you  usually 
work  at  your  (main)  civilian  job? 


117.  In  1991,  how  many  days  of  paid  vacation  did  you 
receive  from  your  (main)  civilian  job? 


Hours  Per  Week  Usually 
Worked 


Days  of  Paid 
Vacation 


0 1  didn't  receive  paid  vacation 

®® 

®® 

®® 

®® 

®® 

®® 

®® 

®® 

®® 

®® 

®® 

®® 

®® 

®® 

®® 

® 

®® 

® 

®® 

® 

114.  In  1991,  how  often  did  you  work  more  than  40  hours 
per  week  at  your  (main)  civilian  job?  Give  your  best 
estimate. 

ONone  O  10-14  weeks 

O  1  -4  weeks  015*19  weeks 

O  5-9  weeks  O  20  or  more  weeks 


115.  In  1991 ,  how  were  you  paid  when  you  worked  over 
40  hours  a  week?  Mark  one. 

O  Not  paid  extra  for  working  over  40  hours 
O  Paid  at  my  regular  pay  rate  for  all  hours  I  worked 
O  Paid  time-and-a-half 
O  Paid  double  time 
O  Paid  more  than  double  time 


116.  In  1991,  what  were  your  USUAL  WEEKLY  EARNINGS 
from  your  (main)  civilian  job  or  your  own  business 
before  taxes  and  other  deductlorts?  Give  your  best 
estimate. 


Weekly  Earnings 


®®®® 
®@®  ® 
®®®  ® 
®®®® 
®®®® 
®®®® 
®®®® 
®®®® 
®®®® 


118.  In  1991,  did  you  lose  opportunities  for  overtime/extra  pay 
because  of  your  Guard/Reserve  obligations? 

O  Yes,  frequently 
O  Yes,  occasionally 
ONo 

119.  Which  of  the  following  describes  how  you  got  time  oft 
from  your  civilian  job  to  meet  your  Guard/Reserve 
obligations  In  1991?  Mark  all  that  apply  in  each  column. 

O  Does  not  apply,  I  was  self-employed, 

GO  TO  QUESTION  121  OBLIGATIONS 


A.  Annual  C. 
Ra<;ulre<l  Tralnlna/  MUItary 
Drllla  ACOUTRA  Sehoallng 


Does  not  apply,  1  did  not  attend 

1  received  military  leave/leave  of 

o 

o 

o 

absence 

o 

o 

o 

1  used  vacation  days 

My  Guard/Reserve  obligations 
were  on  days  on  which  1  did 

0 

o 

o 

not  work 

o 

o 

o 

120.  Which  of  the  following  describes  how  you  were  paid  for 
the  time  you  took  from  your  civilian  job  for 
Guard/Reserve  obligations  In  1991? 

Mark  all  that  apply  in  each  column. 


OBLIGATIONS 


A.  Annuil 
Raquirad  TnlnlngT 
Drill*  ACDUTRA 


Does  not  apply,  1  did  not  attend 

O 

o 

1  received  (uU  civilian  pay  as  well  as 

military  pay 

o 

o 

1  received  paifial  civilian  pay  as  well  as 

military  pay 

o 

o 

1  received  only  military  pay 

o 

o 

My  Guard/Reserve  obligations  were  on 

days  on  which  1  did  not  work 

o 

o 
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124.  Is  your  spouse:  Mark  gjl  that  apply. 

O  Working  full-time  in  Federal  civilian  job 
O  Working  full-time  in  civilian  job  (not  technician  or 
Federal) 

O  Working  part-time  in  Federal  civilian  job 
O  Working  part-time  in  civilian  job  (not  Federal) 

O  Self-employed  in  his  or  her  ovirn  business 
O  With  a  job,  but  not  at  work  because  of  TEMPORARY 
illness,  vacation,  strike,  etc. 

O  Unpaid  worker  (volunteer  or  in  family  business) 

O  Unemployed,  laid  off,  or  looking  for  work 
O  school 
O  Retired 
O  A  homemaker 
O  Other 


125.  Is  your  spouse:  Mark  alJ  that  apply. 

O  In  the  Armed  Forces,  full-time  Active  Component, 
GO  TO  QUESTION  126 

O  In  the  Amied  Forces,  full-time  Reserve  Component 
(FTS-AGFVTAR),  GO  TO  QUESTION  126 
O  Full-time  as  a  Guard/Reserve  technician  in  the  Army 
or  the  Air  Force.  GO  TO  QUESTION  127 
O  Part-time  in  the  Guard/Reserve, 

GO  TO  QUESTION  127 
O  None  of  the  above.  GO  TO  QUESTION  129 


126.  Was  your  full-time  active  duty  spouse  deployed 
during  Operation  Desert  Shield/Desert  Storm? 

O  No,  re  ained  at  home  instaifation, 

GO  TO  QUESTiON129 
O  Yes,  deployed  to  the  Persian  Gulf  Area, 

GOTO  QUESTION  128 
O  Yes,  deployed  to  other  overseas  location, 
GOTO  QUESTION  128 


127.  Was  your  Guard/Reserve  spouse  mobilized/ 
activated/called-up  for  Operation  Desert 
Shield/Desert  Storm? 

O  No,  GO  TO  QUESTION  129 
O  Yes,  deployed  to  the  Persian  Gulf  area 
O  Yes,  deployed  to  other  overseas  location 
O  Yes.  stayed  in  our  local  community 
O  Yes.  served  elsewhere  in  United  Stales 


128.  How  many  months  was  your  spouse  on  Active  Duty 
during  Operation  Desert  Shield/Desert  Storm? 


Months 
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129.  In  1991,  how  many  hours  per  WMk  did  YOUR 
SPOUSE  work  for  pay,  either  full  or  part-time,  at  a 

civilian  job?  Give  your  best  estimate. 


O  None,  GO  TO  QUESTION  131 


Hours  Per  Week 


®@ 

®® 

®® 

®® 

®® 

®® 

®® 

®® 


130.  Altogether  In  1991,  what  was  the  total  amount  that 
YOUR  SPOUSE  earned  from  a  civilian  job  or  hla  or 
her  own  business,  BEFORE  taxes  and  other 
deductions?  Include  earnings  as  a  Guard/Rasarva 
technician.  Include  commlsslona,  tips,  or  bonuses. 
Give  your  best  estimate. 


O  More  than  $100,000 
O  None 


Amount  Earned 
by  Spouse 


®®®  ®® 
®®®®® 
®®®®® 
®®®®® 
®®®®® 
®®®®® 
®®®®® 
®®®®® 
®®®®® 
®®®®® 


Vn  FAMILY  RESOURCES 


131 .  During  1 991 ,  did  you  or  your  spouse  receive  any 
Income  from  the  following  sources?  Mark  'YES'  or 
'NO'  for  each  item. 


132.  During  1991,  how  much  did  you  or  your  spouse 
receive  from  the  Income  sources  listed  In  Question 
131?  Do  not  include  earnings  from  wages  or  salaries  in 
this  question.  Give  your  best  estimate. 


RECEIVED 


Yes 

No 

O 

o 

o 

o 

o 

o 

0 

o 

o 

o 

o 

c 

o 

o 

o 

o 

o 

o 

o 

o 

o 

o 

o 

0 

o 

o 

o 

o 

INCOME  SOURCE 

a.  Interest  and  Dividends  on  Savings 

b.  Stocks,  Bonds  or  Other  Investments 

c.  Alimony,  Child  Support  or  Other  Regular 

Contributions  from  Persons  not  Living  in 
Your  Household 

d.  Unemployment  Compensation  or  Workers 

Compensation 

e.  Pensions  from  Federa  I,  State  or  Local 

Government  Employment 

f.  Pensions  from  Private  Employer  or  Union 

g.  Veterans  benefits  or  pensions 

h.  Gl  Bill 

I.  Social  Security  or  Railroad  Retrement 

j.  Supplemental  Security  Inccme 

k.  Public  Welfare  or  Assistance 

l.  W!C  (food  programs  for  women,  infants  and 

children) 

m.  Government  Food  Stamps 

n.  Anything  else  not  including  earnings  from 

wages  or  salaries 


O  No  income  from  ^ 

sources  in  ^ 

J 

: 

Question  131 

®®®®® 

®®®®® 

O  More  than  $100,000 

®®®®@ 
®®®  ®® 
®®®®® 
®®®®® 
®®®®® 
®®®®® 
®®®®® 
®®®®® 

133.  Overall  how  do  you  feel  about  your/your  family 

income;  that  Is,  all  the  money  that  comes  to  you  and 
other  members  of  your  family  living  with  you? 

Q  Very  satisfied 
O  Satisfied 

O  Neither  satisfied  nor  dissatisfied 
O  Dissatisfied 
O  Very  dissatisfied 
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YOUR  RESIDENCE 

134.  How  far  is  your  new  principal  residence  from  your 
last  principal  residence?  Mark  one. 

O  I  have  not  moved  since  joining  the  Guard/Reserve 

O  Less  thsh  50  miles 

O  50  to  100  mites 

OlOl  to  250  miles 

0251  to  500  miles 

OMore  than  500  miles 


135.  Do  you  RENT  or  OWN  your  principal  residence? 

O  Neither,  live  in  government-owned  or  leased  housing 
O  Neither,  live  with  friends/relatives  and  PAY  NO 
COSTS,  GO  TO  QUESTION  142 
O  Neither,  live  in  other  accommodations 
Orent 

OOWN 


136.  How  long  have  you  RENTED  or  OWNED  your 
residence? 

O  3  months  or  less  O  37  to  48  months 

O  A  to  6  months  O  ^*9  1°  59  months 

07  to  12  months  O  5  to  10  years 

O  1 3  to  24  months  O  1 1  to  20  years 

O  25  to  36  months  O  21  or  more  years 

If  "RENT"  continue  with  Question  137 
If  "OWN"  go  to  Question  138 


137.  How  much  TOTAL  RENT  is  paid  for  your  residence 
PER  MONTH? 

If  you  share  the  rent,  enter  the  total  rent  paid  by  all 
occupants.  (For  example,  if  if  is  $525  enter  0525  in 
the  boxes  and  fill  in  the  matching  circles.  Include 
RENT  only.  Other  housing  costs  will  be  asked  for 
later.) 

Dollars  Per  Month 

$ 


138.  What  is  your  monthly  house  payment  for  your 

residence?  (include  the  PRINCIPAL  AND  INTEREST 
on  all  mortgages  or  trusts,  real  estate  TAXES  and 
homeowner's  INSURANCE.  Also  include  land  lease, 
mobile  home  lot  rental,  or  berthing  fees,  if 
applicable.  Other  housing  costs,  such  as  utility  and 
maintenance  costs,  etc.,  will  be  asked  for  later. 
Example:  If  your  payment  is  S890,  enter  0890  In  the 
boxes,  then  fill  In  the  matching  circles.) 


139.  Over  the  last  12  months,  what  was  the  AVERAGE 
MONTHLY  cost  of  all  utilities  (except  telephone  and 
cable  TV)  paid  separately  from  other  rental  or  home 
ownership  costs? 

O  DOES  NOT  APPLY.  No  utilities  are  paid  separately 
O  Do  not  have  a  basis  for  estimating  utility  costs 


For  each  utility,  add  all  costs  for  the  LAST  12 
MONTHS  and  divide  by  12.  (If  you  do  not  know  the 
costs  for  all  12  months,  please  estimate.) 

Enter  the  average  monthly 

cost  for  each  utility  in  the  Dollars  Per  Month 
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140.  Enter  the  AVERAGE  MONTHLY  mOintgnaPCC  cost 
paid  for  the  UPKEEP  of  the  residence.  Round  off  to 
the  nearest  dollar. 

o  No  maintenance  costs  are  paid  separately 


141.  Enter  the  AVERAGE  MONTHLY  cost  of  any  of  the 
following  housing  expenses  for  the  residence, 
condominium  fee,  homeowner's  association  fee, 
property  and  haiard  insurance.  If  NOT  included  in 
Question  137  or  Question  136. 


•  INCLUDE  only  maintenance 
such  as  plumbing,  electrical, 
heating/cooling  system  or 
structural  repairs,  yard 
upkeep,  etc. 

.  DO  NOT  INCLUDE  the  cost  of 
home  improvements  (e.g., 
remodeling,  new  roof,  new 
furnace,  major  appliances), 
new  shrubs,  new  fences,  or 
other  additions. 

Example:  if  your  cost  is  $25 
per  month,  enter  025  in  the 
boxes,  then  fill  in  the  matching 
circles. 


Dollars  Per 
Month 


®®® 

®®@ 

®®® 

®®® 

®® 

®® 

®® 

®® 

®® 


nil  In  the  grid  for  EACH  expense  you  do  have  or 
mark  “None*  for  EACH  expense  you  do  not  have, 


Condominium 

F®o 


Homeowner'!  Property  & 
A»soc.  Fee  Hiuard  Iniurenee 


Dollars 

per 

Month 


Writo  the 
numbers  In 
the  boxes 

Then  fill  in 
the  matching 
circles 


ONone  O  None  Q  None 


r 

r 

r 

$ 

n 

1 

$ 

n 

®®  ® 

®®® 

®  ®® 

®®® 

®®® 

©0® 

@®® 

®@® 

®®® 

®@® 

®@® 

®®® 

®®® 

®®® 

®®0 

®®® 

®®® 

®® 

0® 

®®® 

®® 

®® 

®®® 

®® 

®® 

®®® 

®® 

®®® 

Vm  MILITARY  LIFE 


142.  How  do  you  feel  about  the  amount  of  time  you  spend  on  each  activity  listed  below?  Mark  one  for  each  activity. 


1  Spend  Too 
Much  Time 

1  Spend  About  the 
Right  Amount  of 
Time 

1  Don't  Spend 
Enough  Time 

Does 
Not  Apply 

a.  Your  civilian  job 

o 

o 

o 

o 

b.  Family  activities 

0 

o 

o 

0 

c.  Leisure  activities 

o 

o 

o 

o 

d.  Guard/Reserve  activities 

o 

o 

o 

o 

e.  Community  activities 

o 

o 

0 

o 

143.  The  Guard/Reserve  arc  developing  new  Information  materials.  Below  Is  a  list  of  topics  that  might  be  included.  How 
interested  would  you  be  in  receiving  such  materials?  Please  mark  your  interest  in  information  about  each  topic. 


For  each  Item,  mark  if  you  are: 

Very 

Interested 

Interested 

Somewhat 

Interested 

Not  Intere: 
At  All 

a.  Retirement  benefits 

0 

o 

o 

o 

b.  Survivor  Benefit  Plan 

o 

o 

o 

o 

c.  Family  benefits  in  the  Guard/Reserve 

o 

o 

o 

o 

d.  Mobilization  procedures  for  dependents 

o 

o 

o 

o 

e.  Selected  Reserve  Gl  Bill  Educational  Assistance 

o 

o 

o 

o 

f.  Soldiers/Sailors  Civil  Relief 

0 

o 

0 

o 

g.  Dental  Insurance 

0 

o 

0 

o 

h,  Medical  Insurance 

i.  Mobilization  Preparations  for  Small  Business 

Owners  and  Partners/Independent 

o 

o 

o 

o 

Practitioners 

o 

o 

o 

o 
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147.  We  re  interested  in  any  comments  you'd  like  to  make  about  Guard/Reserve  personnel  policies,  whether  or  not  the 
topic  was  covered  in  this  survey. 

DO  YOU  HAVE  ANY  COMMENTS? 

QNo 

O  Yes  -  Please  fill  out  the  COMMENT  SHEET  on  page  23. 


THANK  YOU  VERY  MUCH  FOR 
ANSWERING  THIS  SURVEY. 
PLEASE  RETURN  IT  IN  THE 
ENVELOPE  PROVIDED. 


ooooooo  g=  oo 
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COMMENT  SHEET 


Please  provide  us  with  comments  you  may  have  regarding  Reserve  policies  or  Reserve  activities  in  general  in  the  space 
below.  Before  commenting,  please  fill  in  one  circle  in  each  section. 

Your  Rank  - - - - - 

Officer  _ 

Enlisted 


jr  Component 

Army  National  Guard  (ARNG) 
Army  Reserve  (USAR) 

Naval  Reserve  (USNR) 

Marine  Corps  Reserve  (USMCR) 
Air  National  Guard  (ANG) 

Air  Force  Reserve  (USAFR) 
Coast  Guard  Reserve  (USCGR) 


Appendix  E 
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166 
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BCS  DfV-™  *  ^  (OT)  IfTvS 


1992  Reserve  Components 
Survey  of  Officers 


Th«  Nitlonil  Guard  and  Reserve  Componanlt  art  conducting  a  aurvty  of  Gu»r(VRe»«rve  per»onn»l  ¥»j 
have  bean  aalectad  lo  paniclptle  In  thi»  Importanf  aurvey,  Plette  reed  tht  Inetruclloni  before  you  begin  Bw 
questionnaire. 


PRIVACY  NOTICE 


AUTHORITY;  10  U.S.C.  136 

PRINCIPAL  PURPOSE  OR  PURPOSES: 
information  collected  In  tMs  aurvey  Is  used  to 
sample  altitudes  and/or  discern  perceptions  of 
social  problems  observed  by  the  Guard  artd 
Reserve  Components  members  and  to  support 
additional  manpower  research  activities.  This 
information  will  assist  in  the  formulation  of 
policies  which  may  be  needed  to  Improve  the 
environment  tor  Reserve  Components  members 
and  families. 


ROUTINE  USES:  None 

DISCLOSURE:  Your  survey  Instrument  wfll  be 
treated  as  confidential.  All  tdentmable  Information 
will  be  used  only  by  persons  engaged  Irt,  artd  for 
the  purposes  of,  the  survey.  It  will  not  be 
disclosed  to  others  or  used  for  any  other 
purpose.  Only  group  statistics  will  ba  reported. 

Your  partlclpalion  In  the  survey  Is  voluntary. 
Failure  to  respond  to  any  questions  *vin  rtot  rewrfl 
In  any  penatty.  However,  your  participation  Is 
ancouraged  so  that  the  data  will  be  complete  and 
representjtiva. 


OFFICE  USE  ONLY 

Opn 

ONR 

ORf 

One _ 
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INSTRUCTIONS  FOR  COMPLETING  THE  SURVEf 


«•«  UM  ■  Nc.  2  Ptncll 


hMvy  black  mark*  that  nil  th«  clrcM  tor 
your  anawor. 

>  Pleas#  do  nol  make  stray  marks  of  arty  Urtd. 

MCORRECT  MARKS  CORRECT  MARK 

o  z>  e  o  o  m  o  o 


•  Answers  to  som#  of  the  questions  will  be  on  a 
SEVEN-POINT  SCALE. 

Esampla: 

How  satisriad  are  you  wHh  the  opportunities  you 
ttave  for  promotion  In  your  unK? 

Vwy  very 

IXSMtItftSO  Ssttsfisd 

0;— ®— •-©— ©— ® 


'  Sometimes  you  will  be  asked  to  ’Mirk  one.’  When 
this  Instruction  sppears.  mark  the  one  best  answer. 


izsmpla; 

In  what  month  are  you  completing  the  survey? 

O  August 
#  September 
o  October 

OOocotttber 

OJ«nu#ry 

O  February 

/our  answer  Is  ■September,’  then  just  mark  that 
one  circle. 


•  Sometimes  you  will  be  asked  to  "Mark  all  that  apply.’ 
When  this  instruction  appears,  you  may  mark  more 
than  one  answer. 

•aampit: 

In  which  components  have  you  served?  Mark  b]]  that 
apply. 

•  Active  Army  (USA) 

C.  Army  National  Guard  (ARNG) 

9  Army  Reserve  (USAR) 

C  Active  Navy  (USN) 

C  Naval  Reserve  (USNR) 

C  Active  Air  Force  (USAF) 

C  Aif  National  Guard  (ANG) 

C  Air  Force  Reserve  (USAFR) 

C  Active  Marine  Corps  (USMC) 

C  Marine  Corps  Reserve  (USMCR) 

C  Active  ^asi  Guard  (USCG) 

O  Coast  Guard  Reserve  (USCGR) 
h  your  answer  is  ’Active  Army  (USA)’  and  "Army 
serve  (USAR),’  then  mark  the  two  circles  Clearly. 


r  your  answer  it  ’VERY  DISSATISPIEO.'  you  wouM 
darken  the  circle  for  number  1. 

If  your  answer  la  ’VERY  SATISFIED.*  you  would 
darken  the  circle  for  numbar  7. 

tf  your  opinion  la  somewhere  In  between,  you  would 
darken  the  circle  for  number  2fii3ci4fii5fir8. 


•  tf  you  are  asked  to  give  numbers  for  your  anawor, 
please  record  as  shown  below. 

Example: 

How  old  were  you  on  your  leal  birthday? 
ff  your  answer  la  24... 

Write  Ihe  numbers  In  the  boxes,  making  sure  that 
the  last  number  Is  always  placed  In  the  rlght-harid 
box. 

Fill  in  the  unused  boxes  with  xeroa. 

Then  darken  the  circle  for  the  matching  numbof 
below  each  box. 


Write  the  number 
In  the  boxes.  - 


Then  fin  In  the  - 
matching  circles. 


Age  Last  Birthday 

Ira 
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I  LOCATION 


In  wtiat  mont^  are  you  completing  the  aurvey? 

MarVone 

O  August 

O  September 

O  October 

O  November 

O  December 

O  J«huary 

OP*bruafy 


f .  When  do  you  expect  to  get  your  NEXT  PROMOTION 
a  higher  pay  grade?  Mahi  one. 

O  >h  leu  than  3  tnonms 
O  3^  months  from  now 
O  7-9  months  from  now 
0 10-12  months  from  now 
0 1 3- 1 B  months  from  now 
O  19  months  to  2  years  from  now 
O  25  months  to  3  years  from  now 
O  More  than  3  years  Irom  rww 
O  Does  not  apply,  t  don't  expect  any  more  promoboos 


to 


2.  Which  of  the  fotlowing  best  describes  the  type  of  place 
where  you  are  living  now?  Mar«  one 
Oin  milrtary  housing  on  a  base/installation 
O  In  8  large  cty  (over  250,000) 

O  In  a  suburb  near  a  large  ctty 
O  In  a  medium-s.zed  city  (50.000-250.000) 

O  Ih  •  suburb  near  a  medium-sized  city 
O  In  a  small  city  or  town  (under  50.000) 

O  On  a  (arm  or  ranch 
O  In  a  rural  area  but  not  on  a  larm  or  ranch 


3.  How  long  have  you  lived  in  your  present 
neighborhood?  Mark,  one 
C  Less  than  e  yea- 
O  1-2  yBsrs 
C  2-3  years 
C  3-5  years 
C  5  yea's  or  more 


7.  In  what  year  did  you  QoH  enter  any  branch  of  the 
military?  (H  you  first  entered  in  the  *^ve  Force,  record  the 
year  you  first  entered  the  Actrve  Force.) 


Veer 


Write  the  number 
ki  the  boxes.  — 


Then  nil  In  the  — 
matching  circle!. 


19 


© 

© 

© 

®® 

®® 

®® 

®® 

|0© 


8.  Through  which  of  the  following  officer  procurement 
programs  did  you  obtain  your  comml$slor\hvarrant? 
Mark  one. 


II  MILITARY  BACKGROUND 


4.  Of  which  Reserve  Component  are  you  a  member? 
Mark  or» 

O  Army  Naiiona'  Guard  (ARNG) 

C  Army  Reserve  (USARi 
ONavai  Reserve  (USNR; 

C  Marine  Co'ps  fiese-ve  (USMCR) 

C  Air  tJatiorra'  Guard  (ANGl 
C  Air  Force  Rese-ve  (USAFR) 

OCoast  Guard  Rese-ve  (USCGRi 


S.  What  Is  your  present  pay  grade?  Mark  one 


00-1  orO/-E 

(,  10-5 

W-1 

CO-2  or  02-E 

1.0-6 

W-2 

C  0-3  or  03  E 

(,  0-7  01  above 

W-3 

GO-4 

W-4 

C  Academy  Graduate  (USMA.  USNA,  USAFA,  USCGA) 
0  Academy  Graduate  (U  S.  Merchant  Marine  Academy) 
G  ROTC/NROTC  (scholarship) 

O  ROTC/NROTC  (non-scholarship) 
C'OCS.'ACtCS/OTS/PLC 
G  Aviation  Cadet 
O  National  Guard  State  OCS 
C  ANG  Academy  of  Military  Science  (AMS) 

C*  Direct  appointment  (professional-medical,  dental,  JAG. 
chaplain) 

O  Direct  appointment  (all  others) 

C  Aviation  training  program  (exclusive  Of 
OCS/AOCS/OTS/PLC) 

O  Direct  appointment  as  a  commissioned  officer 
G  Direct  appointment  as  a  warrant  officer 
0  Warrant  Officer  Entry  Level  Training 
C  Other 
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I.  Whwi  you  flrn  tnttttd  th«  mlllUry.  In  whleh 
CMDpofwnt  did  you  aorw?  Donol  indude  m  active 
aafvioc.  aervice  tor  basic  and  initial  training  only. 
'4art(orw. 

J  Acbvt  Anny  (USA) 

O  Army  Nationii  Guard  (ARNG) 

Q  Army  Rasarve  (USAR) 

O  Active  f4avy(USN; 

O  Naval  Reserve  (USNR) 

O  Active  Air  Force  (USAF) 

O  Air  National  Guard  (ANG) 

O  Air  Force  Reserve  (USAFR) 

O  Active  Marine  Corps  (USMC) 

O  Marine  Corps  Reserve  (USMCR) 

O  Active  Coast  GuerO  (USCG) 

O  Coes’  Guard  Reserve  (USCGR) 


10.  frt  which  components  have  you  served?  Do  nol  include 
as  active  service,  service  for  basic  and  initial  training  only 
Mark  ilj  that  apply, 
c  Active  Army  (USA) 
o  Army  National  Guard  (ARNG) 

C  Army  Reserve  (USAR) 

O  Active  Navy  (USN) 

C  Naval  Reserve  (USNR) 

C  Active  Air  Force  (USAF) 

O  Air  National  Guard  (ANG) 

)  Air  Force  Reserve  (USAFR) 

O  Active  Marine  Corps  (USMC) 

C  Marine  Corps  Reserve  (USMCR) 

O  Activv  Coast  Guard  (USCG) 

O  Coast  Guard  Reserve  (USCGR) 


II.  In  an,  to  Ihe  nearest  year,  how  long  have  you  served  In 
the  Guard/Reserve?  Do  not  include  active  duty  years 

O  Less  than  1  year 


Years 


12.  In  all,  to  the  ncareat  yaar,  how  long  dW  you  aarva  In  the 
Active  Force/  on  active  duty?  Do  not  mduda  your  Hbai 
active  duty  training  for  the  Guard/Resarva.  Incfude  aarvtoo 
•as  FTS-AGR/TAR. 

O  i  have  never  aervad  in  the  Activt  Force 
O  Lass  than  1  yaar 


Vaars 


13.  When  you  Finally  leave  the  GuardTleserve,  how  many 
total  years  of  service  do  you  eipect  lo  have?  (inciude 
active  duty  years.) 


Years 


14.  Are  you  In  a  different  unit  now  than  you  were  two  years 
ago?  Mark  one. 

0 1  have  nol  been  in  the  GuardRe serve  (or  two  years, 

GO  TO  QUESTION  17 

G  No.  I  am  m  the  same  unit,  GO  TO  QUESTION  17 
G  Yes.  in  a  different  unit  but  in  Ihe  same  component 
G  Yes,  in  a  different  unit  in  a  different  componarn 

15.  Why  did  you  change  units?  Mark  a!!  that  apply. 

G  I  was  offered  a  promotion 

G  Promotion  was  more  likely  in  new  unit 
G I  relocated  away  from  the  previous  unit 
G  t  wanted  to  retrain  in  a  different  skill 
G  f  •‘''6  the  job  better  in  my  new  unh 
G  i  lilie  'he  people  better  in  my  new  unit 
G  My  old  unit  was  disestablished 
G  Other  reasons 
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It.  DU  you  hav*  to  ratrain  in  ■  ntw  skill  whsn  you 
OhangsdunKa? 

OVa* 

ONo 


17.  Wart  you  mebllizad/aetlvatad/calltd-up  at  a  Raaarviat 
durirtfl  Operation  Datart  Shield/Detart  Storm? 

Mark  gl!  mat  apply, 
o  No,  00  TO  OUESTION  19 
O  Yas.  daployad  to  Partian  Gutt  area 
O  Yas,  deployed  to  other  overseas  localion 
O  Yes.  deployed  in  the  United  States 
O  Yes,  stayed  in  my  local  community 

II.  How  many  months  ware  you  mobilized/ 
Octivated/calledHip? 

Number  Months 


III  MILITARY  PLANS 


19.  When  you  oripinallv  became  a  member  of  the 

GuarcL'Reserve,  how  meny  years  were  you  obligated  to 
aarva?  Mark  one. 

O  No  original  obligation 
Ol  year  or  less 
O  2  years 
C  3  years 
04  years 
Os  years 
C  6  years 
O  7  years 
Os  years 
O  Doni  know 


21.  in  what  month  and  year  wftt  you  oompiata  your  currant 
otligation  or  tarm  of  aarvtoa? 

#  • 

Month  Year 

OJahuary 
O  Fabnjary 
O  March 
OApfi' 

OMay 
O  Jut>e 
0«iuV 
O^Ljgusl 
O  September 
O  October 
O  November 
O  December 

ODonIkrow 


22.  At  the  completion  of  your  obligation  or  term  of  eervloe, 
how  likely  are  you  to  continue  to  particlpata  In  the 
Selected  Reserve  of  the  Guard/Resarva? 

O  (0  in  10)  No  chance 
O  (1  '1^  10)  Very  slight  possIWItty 
O  (2  in  10)  Slight  possibility 
O  (3  in  10)  Some  possibility 
O  (4  in  10)  Fair  possibility 
O  (5  in  10)  Fairly  good  possibility 
O  (6  in  10)  Good  possibility 
O  (7  in  10)  Probable 
O  (8  in  10)  Very  probable 
O  (9  in  10)  Almos!  sure 
0(10  in  10)  Certain 


23.  When  you  finally  leave  the  Guard'Reserve,  what  pay 
grade  do  you  think  you  will  have?  Mark  ona. 


00-1 

00-5 

Ow-1 

O0-2 

00-6 

OW-2 

00-3 

O  0-7  or  above 

OW-3 

OCM 

OW-4 

Ow-s 

•  20.  Do  you  jiave  a  current  obligation  or  term  of  service? 
OVes 

O  No  GO  TO  QUESTION  23 
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24.  B«lo«  arc  aomc  raaaoni  paopit  hav*  to<  DECIDINC  TO 
LEAVE  tht  National  CuartVRaMrvt.  If  yoo  dacMa  to 
iMva  Bm  Guard/Reaarva  at  tha  and  Of  your  currant 
term,  which  of  thtae  would  be  your  nr>pa1  IrnporUftt 
waaon  for  leaving?  Which  would  be  your  aacond  meat 
Onoortant  reaaon  for  leaving? 

(UarV  one  reason  urvtef  each  column  .) 


01 


1  WOULD  LEAVE  THE 

ik) 

Mmi 

ilIBHil 

Mmi 

GUARCVRE5ERVE  BECAUSE: 

fUuor 

a.  1  sm  not  eligible  to  reanlist 

O 

o 

b.  ( am  moving  to  arother  area 

o 

o 

C  *  is  too  hard  to  gel  to  my  Guard/Resarvo 

unit 

o 

0 

a.  1  r»ed  the  tirr*  lor  my  education 

o 

0 

a.  My  unit  drills  conllict  with  my  civilian  job  0 

o 

f.  My  unit  drills  conflict  with  my  family 

activities 

o 

0 

g.  1  want  nxtre  leisure  time 

o 

0 

h.  1  don't  like  my  unit's  training 

0 

o 

L  My  unit  doesn't  have  modem  equipment 

kx  training 

o 

o 

j.  rm  bored  witri  unit  activities 

o 

o 

k.  The  pay  « too  tow 

c 

o 

L  Promotions  are  loo  slow 

C) 

o 

m.  fve  had  too  many  problems  getting  paid  O  O 
It  Problems  caused  by 

mobilizaiion/aclivaiiorVdepioyment  Q  Q 


2S.  How  likely  arc  you  to  iliy  In  Bm  Guard/Raaarw  unBI 
quailftad  for  ratiramant?  Aaauma  that  alt  apaetal  payi 
which  you  currently  racalva  are  atlll  avallabla.  ana. 
O  (0  ih  10)  No  chance 
O  (1  In  10)  Very  alight  poasibHity 
O  (2  in  10)  Slight  poasibility 
O  (3  in  10)  Some  poasibility 
O  (<  m  1C)  Fair  peaaibility 
O  (5  in  10)  Fairly  good  possibility 
O  (6  in  10)  Good  poasibility 
0(7  in  10)  ProbaWe 
O  (8  in  10)  Very  probable 
O  (9  in  10)  Almost  aure 
0(10  in  10)  Certain 


26.  Do  you  plan  to  elect  the  Reserve  Components  Survivor 
Benefit  Plan  (SBP)  whan  aliglbla? 

O  not  apply.  I  don't  plan  to  remain  until  20  years 
O I  have  already  elected  to  participate 
O I  have  already  elected  Dfil  to  participate 
O  Yes,  upon  receipt  o1  my  20-year  tatter 
O  Yes.  when  t  am  60  years  old 
ONo 

O  Uncertain.  I  am  r»t  aware  of  the  plan  at  all 
O  Uncertain.  I  don't  understand  the  plan  claarty 
O  Uncertain.  I  have  rwl  made  up  my  mind 


27.  How  cor^cerned  are  you  about  the  following  as  a  result  of  current  talk  about  force  reductions  in  the  Guard/Resarvc? 
Mark  or>e  tor  each  item 


Very  Greatly 

Greatly 

Moderattly 

Somewhat 

Not  At  Alt 

Concerned 

Concerntd 

Concerntd 

Concerned 

Concerned 

a.  Your  long-term  opportunrties  m  the  Guard.’Reservc  O 

o 

o 

o 

o 

b.  The  financial  burden  on  you  and-'or  your  lamily  should 

you  have  to  leave  the  Guard'Reserve  unexpectedly  0 

o 

0 

o 

o 

C  Impact  of  my  um!  closing  on  my  community  O 

0 

o 

o 

o 

The  questions  below  are  about  your  preparedness.  Mark  one  for  each  item. 

Vet 

No 

Ooni 

Know 

Doe*  Not 
ApPhf 

a.  Do  you  have  a  current  written  will? 

0 

o 

o 

o 

b  Does  anyone  currently  hold  your  power-of-atiorney’ 

0 

o 

o 

o 

c  Do  you  have  life  insurance  other  than  SGLIA/GLI? 

0 

o 

o 

o 

d.  Have  yoo  filled  oul  a  record  of  emergency  data’ 

o 

0 

o 

o 

e  Does  your  spouse  or  next-of-kin  know  where  lo  find  your  papers? 

o 

o 

o 

o 

t  Do  you  verify.'updaie  annually  your  record  of  emergency  data? 

0 

o 

o 

o 
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It.  V  you  wtrt  te  be  calM  up,  how  much  of  a  problem  would  each  of  the  following  be  for  you  or  yow  laitity? 
one  fumbar  lot  each  Ram. 


ASerteue 

MolA 

OenR 

OomNM 

Probleii' 

KfMW 

Apply 

•*  0.  Employer  problems  althe  bogirming  of 

mobili2StK)rVactivatKyvcali-up 

© 

© 

© 

© 

© 

© 

© 

o 

o 

b 

Employer  problems  when  you  relumed  to  your  job 

© 

© 

© 

© 

© 

© 

© 

o 

o 

e. 

Getting  the  aarrw  job  back  after  returning 

© 

© 

© 

© 

© 

© 

o 

o 

d 

Loss  of  civilian  haaitn  beneins  during  the  caii-up 

© 

© 

© 

© 

© 

© 

© 

o 

o 

•. 

Loss  of  seniortfy.  promotion  opportur^rty,  or  iob 

respor^sibilrty  on  oiviiian  job 

© 

© 

© 

© 

© 

© 

© 

o 

o 

1 

Loss  of  income  dunng  the  call-up 

© 

© 

© 

© 

© 

© 

© 

o 

o 

8 

Attitudes  of  supervisor  or  oo-worVers  upon  return 

© 

© 

© 

© 

© 

© 

© 

o 

o 

h 

Business  or  medical  practice  would  be  damaged 

© 

© 

© 

© 

© 

© 

© 

o 

o 

L 

Problems  lor  patients,  ciierrts,  customers 

© 

© 

© 

© 

© 

© 

o 

o 

j 

Spouse  would  need  worti  but  would  not  find  job 

© 

© 

© 

© 

© 

© 

© 

o 

o 

k. 

Irtcreased  family  problems 

© 

© 

© 

© 

© 

© 

© 

o 

o 

1. 

Increased  chances  for  a  manta'  separation  or  drvorce 

© 

© 

© 

© 

© 

© 

© 

0 

o 

m. 

Problems  tor  children 

© 

© 

© 

© 

© 

© 

© 

o 

o 

tt. 

Burden  on  spouse 

© 

© 

© 

© 

© 

© 

© 

o 

o 

D. 

Child  care  during  the  call-up 

© 

© 

© 

© 

© 

© 

© 

o 

o 

30.  People  panicipale  in  the  Guatd'Reserve  lor  many  reason*.  How  much  have  each  of  the  following  contributed  to  your 
most  recent  decision  to  stay  in  the  Guard/Reserve?  MarV  one  lor  each  Rem. 


a  Serving  the  country 

Ualor 

Contribution 

o 

Moderate 

Contribution 

o 

Minor 

Contribution 

o 

No 

Contribution 

o 

b  Using  educational  benefits 

o 

0 

o 

o 

C.  Obtaining  Irammg  in  a  Skill  that  would  help  gel  a  civilian  job 

c 

o 

o 

o 

d  Serving  wilh  the  people  m  the  unit 

o 

c 

o 

o 

a.  Getting  credit  toward  Guard'Resetve  retirement 

o 

o 

o 

o 

1.  Promotion  opportunities 

o 

0 

o 

o 

g  Opportunity  to  use  military  equipment 

o 

0 

o 

o 

h.  Challenge  of  military  training 

o 

o 

o 

o 

i-  Needed  the  money  fo'  basic  family  expenses 

o 

o 

o 

o 

i  Wanted  extra  money  to  use  now 

o 

o 

o 

o 

k  Saving  income  for  the  future 

o 

0 

o 

o 

1.  Travel'get  away"  opportunities 

o 

0 

o 

o 

m  Just  enjoyed  tne  GuartirReserve 

o 

0 

o 

o 

ft.  Pride  in  my  accomplishments  in  the  GuardiT^eseive 

o 

0 

o 

o 
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How  wort  you  Umirtod  for  your  curroPl  Pfinwry 
\ccup«tiona!  Speciafty  {MOS/Designator/RaUna/AFSC)? 
AartdSthatapp^. 

O  m  a  tomal  sarvica  achoot 
O  0(vthe-job  training  (OJT)  in  a  civilian  job 
O  In  a  formal  civilian  achooi 
OOn-tt^job  training  (CX/T)  in  tha  active  aarvic* 

O  On-the-job  training  (OJT)  in  a  Guard/Reserve  unit 
Q  CorracponOence  couraa(s} 

t  For  an  of  1W1,  whal  percentage  of  your  Guard/Reaarve 
time  wat  spent  working  In  your  Primary  Occupational 
Specialty  (MOS/Dc$ignalor/Rating/AFSC)7 
ONona  C2S-<9%  075-99*-. 

O  ^•SA%  O  50-74•^  0 100%  (All) 

3.  (t  your  current  Primary  Occupational  Specialty 
(MOS/Designalor/Rating/AFSC)  the  same  one  you  had 
while  on  active  duty? 

O  Does  not  apply.  I  doni  have  O  Yes 
prior  active  duty  service  C)  No 

4.  How  almnar  Is  your  civilian  job  to  your  Guard/Reserve 

duty? 

>  Does  not  apply,  I  dont  have  a  civilian  pb 
sj  Does  nol  apply,  my  CMhan  job  is  as  a  Guard. 'Reserve 
military  technician 
O  Veiy  similar 
C  Similar 

O  Somewhai  similar 
ONot  Similar  ai  all 

JS-  fn  calendar  year  1991,  which  of  the  lollowing  did  you 
participate  iiVperform?  Mark  aU  that  apply. 

O  Drill  weekends 
C  Annual  Ttammg'ACDUTRA 
O  Active  duty  (other  than  lor  training) 

O  Active  duty  (or  school  training 
O  Guard.’Reserve  work  at  my  home  or  on  my  civilian  job 

36.  fn  199T,  how  many  days  of  Annual  Training'ACDUTRA 
did  you  attend?  Do  not  include  school  unless  used  to 
satisfy  your  Annual  Training/ACDUTRA  requirement. 

OOid  no!  anend  1991  Annual 
Trainmg'ACDUTRA 


37.  Old  you  attend  the  1991  Annual  TralnIng/ACDUTRA  a 
few  days  at  a  Ume,  a  week  or  more  at  a  Uma,  or  an  al 
enoa? 

O  Dtd  not  attand  1991  Annual  Training'ACDJTRA 
O  A  few  days  at  a  bme ,  several  limas  over  iha  yoar 
O  A  weak  or  more  at  a  time 
O  All  at  once 


36.  In  calendar  year  1991,  hew 
many  paid  'Workdayt,'  in 
addition  to  any  regular  drill 
days  and  Annual 
Training/ACDUTRA,  did  you 
sarva? 

ONohe 


Paid  Workdays 


39.  In  an  average  month  in  1991, 
how  many  unpaid  houra  did 
you  spend  at  your  drill 
location  (place  of  regular 
duty)? 

ONone 


Unpaid 

Hours  Par  Month 
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41.  In  an  tvinB*  montfi  In  1M1,  how  oft*n  did  you 
wvVof  your  tpouM  uM  Mch  of  th«  following? 
Mart  on«  lor  MCh  Mm. 


TIMES  USED  IN  AVERAGE  MONTH 


MM 

IM 

Orwa 

Ttota* 

Thrwte 

FWtTWn** 

•rMoft 

m.  Commisttty  0 

o 

C 

o 

O 

b.  Ejtchange  0 

o 

0 

o 

O 

C  Other  mBrtA7 
fuilitias  0 

c 

o 

0 

o 

42.  Which  of  the  following  IlmM  your  end/or  your  epouM'i 
UM  of  the  committery  end  eichange? 

Maht  tlj  the!  apply  in  oach  column.  A.  a. 

Commltury  Lachano* 

'  Prtcas  O  O 

aock  C  O 

Hours  O  O 

Di*iarx»  O  O 

Milrta^  does  rrot  allow  more 

fraguent  use  O  O 


43,  Are  you  rrow  eligible  for  educatiorral  benefits  as  a  result 
of  mlllUry  service?  Mark  gn  that  apply 


47.  If  h  ware  avelleble  through  your  memberahlp  In 
Guard  or  Reaerva,  would  you  ba  IntaraaMd  hn 
purchasing  medical  Irtauranoe? 

O  Tos,  lor  mysaN  and  my  tamlty 
O  Tas.  for  myself  only 
O  Not  sure 

O  No,  GO  TO  OUESnON  49 

44.  II  you  could  buy  medical  Insurance  through 

Guard'Reserve  pariiclpation,  what  U  the  ftuurlmtim 
premium  cost  you  would  be  witling  to  pay  per  month? 
O  Less  than  $5C  per  month 
OiSO  par  month 
O^lOOper  month 
O  Sf  50  per  month 
0*200  per  rrwnth 
O  *250  per  month  or  more 

49.  How  much  did  you  spend  on  health  care  services  artd 
products  (for  you  and  your  family)  last  yaar?  Irsclude 
CHAMPUS  deductions,  civilian  Insurance  premlurns, 
end  drugs,  etc  Do  not  Include  dental  care. 

O  Less  than  $100 
0*10010  $500 
O$50l  toSI.OOO 
0*1.001  10  $1,500 
0*1.501  to  *2.500 


O  No,  GO  TO  QUESTION  45 
OTes.  Stale  benelils  lor  my  Guard’Reserve  service 
O  Yes.  Montgomery  Gl  Bill  lor  Selected  Reserve 
O  Yes.  Active  Force  beneirts  (VEAP,  Gi  Bill) 

O  Oonl  know. am  not  sure 

44.  Which  educational  benefits  are  you  now  using? 

Mark  all  that  apply 

ONone 

O  Stale  benelils  tor  Guard'Reserve 
O  Montgomery  Gl  Bill  tor  Selected  Reserve 
O  Active  Force  benelils  (VEAP,  Gl  Bill) 

45.  Which  of  the  following  medical/hospilalization 
coverages  do  you  have?  Mark  jii  that  apply 

O  My  spouse's  aclive  duty  military  coverage 
OMy  active  duty  mliiia7  coverage 
O  Veterans'  (VAj  coverage 
G  My  crvitiari  employer's  health  care  plan 
O  My  spouse  s  Civilian  employers  plan 
CO'iie'  private  coverage 
C  None,  GO  TO  QUESTION  47 

45.  How  would  you  rate  the  coverage  provided  by  the 
civilian  medical  insurance  which  you  have? 

OOoes  rfot  apply,  I  do  not  have  civilian  medicai  insurance 

G  E«ce!ieni 

GGood 

G  Pair 

Ol'oor 


o  More  than  $2,500 
O  Oohl  know 

50.  Which  of  Ihe  following  dental  coverages  do  you  have? 
Mark  ail  that  apply 

O  My  spouse's  active  duty  military  coverage 
C  My  active  duty  milita^  coverage 
O  Veterans'  (VA)  coverage 
G  My  civiliar^  employer's  dental  plsn 
O  My  spouse's  civilian  employer's  plan 
O  Other  private  coverage 
O  None,  GO  TO  QUESTION  52 

51.  How  would  you  rale  the  coverage  provided  by  the 
civilian  denial  insurance  which  you  have? 

O  Does  riot  apply.  1  do  not  have  civilian  dental  insuranc® 

O  Excellent 

OGood 

C  PaT 
QPoor 

52.  If  It  were  available  through  your  membership  In  tha 
Guard  or  Reserve,  would  you  be  Interested  In 
purchasing  dental  Insurance? 

C  Yes,  for  myself  and  my  lamity 
C  Yes,  for  myself  only 
G  Not  sure 

G  No.  GO  TO  QUESTION  54 
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tS.  ff  yew  could  buy  d«nt«1  insuranc*  through  monthly 
withholding  from  your  Reaarvf  paychock.  what  la  tha 
aiaximum  pramium  roat  you  would  be  willing  to  pay 

/im  month? 

O  La**  than  *25  pw  month 
0*50  par  month 
0*100  par  month 
O  *150  par  month 
0*200  par  month 
O  *250  or  more  pat  month 


54.  How  much  did  you  apand  tor  dantal  Iroatmant  (lor  you 
and  your  family)  last  yaar?  (IhCfuda  cMIlan  pramtana 
•a  well  as  dlracl  payma.nta  for  traotmenL) 

O  Laas  than  ti00 
O*l00-*200 
0*201  -5300 
0*301  -5500 
0*501  -5800 
0*801  -51.000 
0*1.001-52.000 
O  More  than  52,000 
O  Doht  know 


55,  How  much  of  a  problem  It  each  of  the  following  for  your  unH  In  meeting  your  unit'i  Irilnlnp  obleetlvea?  Pleaaa  markiha 
number  which  thows  your  opinion  on  the  linet  below.  For  enample.  people  who  feel  that  an  Item  It  Not  A  Problem 
would  mark  7.  People  who  leel  that  an  Item  It  A  Seriout  Problem  would  mark  1.  Othart  may  have  opinloni  aomewhara 
between  1  and  7.  Mark  one  for  each  rtem. 


A  SartoM  Not  A  Dani 

Preblam  Problem  Know 


a.  Out-of-date  oquipment/weapons 

© 

© 

© 

© 

© 

o 

b.  Poor  mechanical  condition  of  equipmenl/weapons 

© 

© 

© 

© 

© 

® 

o 

c  Being  below  strength  In  Grades  E-1  -  E-* 

© 

© 

© 

© 

© 

© 

© 

o 

d.  Being  below  strength  in  Grades  E-5  -  E-9 

© 

© 

© 

© 

© 

© 

© 

o 

a.  No!  enough  staff  resources  to  plan  eflectrve  training 

© 

© 

© 

© 

© 

© 

o 

f.  Low  attendance  of  unit  oersonnel  at  Unit  Drifts 

© 

© 

© 

© 

© 

© 

© 

o 

g.  Low  attendance  ol  unit  oersonnel  at  Annual  Trainma'ACDUTRA 

© 

© 

© 

© 

© 

© 

© 

o 

h.  Ineffective  traminc  dufino  Annual  Traming'ACDUTRA 

© 

© 

© 

© 

© 

© 

© 

o 

L  Shortage  of  WOS'Rating'Specialty/AFSC  qualified  personnel 

© 

© 

© 

© 

© 

© 

© 

o 

|.  Low  qualify  ot  personnel  m  low  grade  unit  drill  positions 

© 

© 

© 

© 

© 

© 

© 

o 

k.  Not  enough  drill  lime  to  practice  skills 

L  Not  enough  time  to  plan  training  objectives  and  gel  all  administrative 

© 

© 

© 

© 

© 

© 

© 

o 

paperwork  done 

© 

© 

© 

© 

© 

© 

© 

o 

m.  Lack  of  access  to  good  training  facilities  and  grounds 

© 

© 

© 

© 

© 

© 

© 

o 

n.  Lack  of  good  instruction  manuals  and  maienals 

© 

© 

© 

© 

© 

© 

© 

o 

o.  Lack  of  supplies,  such  as  ammunition,  gasoline,  etc. 

© 

© 

© 

© 

© 

© 

© 

o 

p,  E«cessive  turnover  of  unit  personnel 

q.  Inability  to  schedule  effective  unit  annual  training  due  to  gaining 

© 

© 

© 

© 

© 

© 

© 

o 

commands  Operating  schedule 

© 

© 

© 

© 

© 

© 

© 

o 

r.  Uncertainty  aPout  future  status  ol  unit 

© 

© 

© 

© 

© 

© 

© 

o 

PLEASE  CHECK.  HAVE  YOU  MARKED  A  CIRCLE  EOR  EACH  ITEM? 


56.  How  do  you  usually  get  to  the  place  of  itguiai  military 
duty  or  drills?  Mark  orre. 

O  Drive  myself 
O  Driven  by  spouse 
0  Driven  by  ariolher  family  member 
O  Car  pod 

C  Civilian  air  transportation 
Military  air  transportation 
Other  public  Iransportation 

GTa*i 

C  Walk 
C  Other 


57.  How  long  does  It  usually  take  you  to  get  from  home  le 
the  place  where  your  unit  meets/drlllt?  Mark  ona. 
O0-19  minutes 
020-39  minutes 
0*0-59  minutes 
O  1-2  hours 
02-3  hours 
O  3-6  hours 
06  hours  or  more 
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fOR  QUESTION  Sa  TO  QUESTION  67  BELOW,  PLEASE 
HARK  THE  NUMBER  WHJCH  SHOWS  YOUR  OPINION  ON 
THE  UNE  FOLLOWING  EACH  QUESTION.  For  ■umol*. 
people  who  art  Vary  Satitflad  would  maiit  7.  Poepla  who 
•ra  Vary  Ditulisriad  would  mart  1.  Othars  may  haw 
opinions  aomewhart  batwaan  1  and  7. 

5S.  Kew  aatisflod  ara  you  with  th«  training  racafvad 
during  vour  unit  drtlla? 

Wry  Wry 

DfsaaUtftad  BatialM 

-!T-(r-(L 

SB.  How  satisfied  are  you  with  the  opportunities  you  have 
to  use  your  MOS/Designalor/RalingSpeciatty/AFSC 
Skills  during  unh  drills? 

Vary  Wry 

DUsaUttwd  Satisfied 

60.  How  satisfied  are  you  with  the  opportunities  you  have 
for  promotion  In  your  unit? 

Vary  Wry 

Oissatisfied  Satisfied 

©  —  li  •  —  i 

61.  How  satisfied  are  you  with  your  opportunities  for 
leadership  In  your  unit? 

Very  Wry 

Disutiified  Satisfied 


©—©—!— 


66.  In  aanaril,  how  aatlaflad  ara  you  wRh  the  auparvtelon 
and  direction  gtvan  durlrig  unit  drtta? 

^  »Wy 

IMaaatkafM  Badshad 

®-®-®-©-®-®— ® 

67.  How  do  you  leal  about  not  poing  to  tha  Paralan  Oulf 

arts  during  Operation  Desert  Storm/Desart  Shield? 
O  dppiy.  I  want  to  the  Paraiart  Gulf  araa 


Displeased 

®— ®— ®— ®— ®— ®— ® 

66.  How  long  have  you  been  In  your  present  unit? 


Years 

In  Preserrt  Unit 


O  Less  than  1  year 


®© 

®® 

®® 

0 

© 

© 

© 


62.  In  general,  how  would  you  describe  the  weapons  or 
aquipment  your  unit  uses  during  your  unit  drills? 

Out-of-Dite  Up-fo-Dale 

®  —  5  —  i  —  .4  —  i  —■%  —  'J 

63.  In  general,  how  would  you  describe  the  mechanical 
condition  of  the  weapons  and  equipment  your  unit 
uses  during  training? 

Poor  Excalieni 

®  —  ®  —  vi  —  —  'i  —  •  —  ® 

64.  Overall,  how  satisfied  were  you  with  your  unit's 
sctivlties  at  1991  Annual  Tfaining,'ACDUTRA? 

C  Does  no;  apply,  I  didn’t  attend  199i  Annual 
Trammg'ACDUTRA 

Very  Very 

Oissatisfied  Silisfled 

©  — ®  — (*— ®— d— (i— ® 


'.  In  general,  how  would  you  describe  the  morale  of 
mllilary  personnel  in  your  unit? 

Moral*  Is  Mont*  It 

Very  Low  Very  High 

©  — d  -  J-  —  2  — 5  — ® 


69.  How  likely  It  It  that  another  confllcl  requiring  a 
Reserve  cathup  will  occur  In  the  nest  S  years? 

0(0  in  10)  No  chance 

O  (1  in  10)  Very  slight  possibility 
0(2  in  10)  Slight  possibility 
O  (3  ifi  10)  Some  possibility 
O  (<  if!  1 0)  Fair  possibility 
O  (5  in  tO)  Faidy  good  possibility 
O  (0  ill  10)  Good  possibility 
0(7  in  10)  Probable 
O  (6  in  10)  Ve7  probable 
O  (9  in  10)  Almost  sure 
0(10  in  10)  Certain 

70,  How  likely  Is  It  that  you  would  be  catled*up  If  such  a 
mobilization  occurred? 

O  (0  in  10}  No  chance 
O  (1  in  10)  Very  sllghi  possibility 
O  (2  in  10}  SligM  possibility 
O  (3  in  10)  Some  possibility 
O  (4  in  10)  Fair  possibility 
O  (5  in  10)  Fairly  good  possibility 
O  (6  in  10)  Good  possibility 
0(7  into)  Probable 
O  (8  in  10)  Very  probable 
O  (9  in  10)  Almost  sure 
G  (10  in  10)  Certain 
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t.  V  you  war*  mobltlzad  for  30  day*  or  mor*.  would  your 
'-HbI  ineenw: 

/  fncTMM  (TOOtly 

O  IncfMM  »om*wfiat 
O  Bomtin  the  um* 

ODocr*«$«  *om*whit 

O  Docrsts*  Br»al*y 

2.  r  mobilized,  would  you  mobilize  with  your  oresent  unit? 

OVe* 

ONo 

ODonlknow 


V  INDIVIDUALANDFAHILT 
CHARACTERISTICS 


T8.  Art  you  mal*  or  female? 

OMa>« 


70.  How  eld  were  you  on  your  lact  birthday? 


X  K  moblTtzed,  would  your  mllilary  duties  be  the  tame  at 
your  current  duties  when  ettending  Annual 
Tralninfl/ACDUTRA? 

Ono 

O  Don?  know 

4.  Arc  you  Army  or  Air  Force  National  Guard  or  Reserve? 
OVes 

ONo.  go  to  question  78 


3.  Art  you  a  military  technician,  l.e.,  a  civilian  employe*  of 
the  Army  or  Air  Force  National  Guard  or  Reserve? 
OVe* 

'No.  GO  TO  QUESTION  78 


3.  How  long  have  you  been  employed  as  a  military 
technician? 

Year* 

as  Technician 


Ol-ess  tf’an  1  yea' 


80.  Where  were  you  bom? 

O  In  ibe  United  Slates 

O  Outside  the  United  Slates  to  military  parents 
O  Outside  the  United  States  to  non-miliia^  parents 

81.  Are  you  an  American  citizen? 

O  Yes 

CNo.  resident  alien 
O  No.  noi  a  resident  alien 


82.  Did  you  vote  In  the  last  local  election?  in  the  laal 
Presidential  election? 


A.  LAST  LOCAL  ELECTTON 

O  Yes.  in  person  al  the  polls 
G  Yes.  by  absentee  ballot 
ONo 


8.  LAST  PRESIDEKTTAL 
ELECnON 

O  Yes.  in  person  al  the  polls 
O  Yes,  by  absentee  ballot 

Ono 


77.  Do  you  drill  with  the  same  unit  that  you  work  In  at  ■ 
technician?^ 

O  Yes 
iNo 


83.  Are  you  of  Spanish/Hispanic  origin  or  descent? 
CYes 

Ono 

84.  Are  you; 

C  American  Indiaa'AlasVan  Native 
C  BiacK/Ne9ro.'Affican-Americ8n 
O  OnentarAsianiChinese'JapaneseKorearv'Fiiipinor 
Pacific  Islander 
O  While/Caucasian 
OOiher 


178  Costs  and  Benefits  of  Reserve  Participation 


Mi.  AS  OF  TODAY,  whst  U  the  hiphett  tehool  0r»da  or 
OC*d«m1c  OegrM  th«1  you  havt?  DO  NOT  INCLUDE 
DECSEES  FROM  TtCHNICALTRADE  OR  VOCATIONAL 
SCHOOLS.  Morn  one 

O  Lew  thef'  12  ywrt  of  echool  (no  diploma) 

O  GED  w  other  high  school  equivalency  certificate 
O  High  Khooi  dipiome 
O  Some  college,  but  dtd  not  graduate 
O  2*year  college  degree 
O  A-year  college  degree  (BA/BS) 

OSome  graduate  achooi 
O  Master*  degree  (MfVMS) 

O  Doctoral  degree  (PhD/MDiLLB) 

O  Other  degree  not  fisted  above 


K.  If  you  are  now  attending  civilian  achooting.  what  kind 
of  school  is  It?  Mark  ail  that  apply. 

O  Does  not  apply.  I  do  not  attend  school 
O  Vocatiorial/traderpusiness  or  other  career  training  school 
O  Junior  or  con-imunrty  college  (Z-year) 

O  Fouf-year  college  or  university 
OSraduale.'prolessional  school 
O  Other 


t9.  Whal  Is  your  currant  morttal  otoluoT 
Mark  only  one  answar. 

O  Married  for  the  fSiat  lime 
ORernamed 
O  Separated 

O  Widowed.  GO  TO  QUESTION  100 
O  Divorced.  GO  TO  QUESTION  fOO 
O  Never  mamed,  GO  TO  QUESTION  100 

•0.  Is  your  apouse  currently  serving  on  active  duty  In  the 
Armed  Forces  or  In  the  ReservaAxuerd? 

O  No  O  Yes,  in  a  Reserve/Guard  Component 

Yes,  on  active  duty  In  the: 

O  Regular  Army  Q  Regular  Marine  Corps 
ORoBularNevy  O  Rcsular  Air  Force 

O  Regular  Coast  Guard 

91.  Has  your  current  spouse  ever  served  In  the  U.S.  Armed 
Forces,  either  on  ective  duty  or  In  the  Reserve? 

O  No,  spouse  never  served 
O  Yes,  spouse  is  retired  liom  Service 
O  Yes.  spouse  is  separated  Irom  Service 
O  Yes,  spouse  is  now  in  Service 


•7.  What  Is  the  highest  school  grade  or  academic  degree 
that  you  think  you  will  complete  In  the  future?  Mark  one. 
O  Does  not  apply.  I  doni  plan  to  anend  school  in  the  future 
O  Less  than  12  years  ol  school  (no  diploma) 

G  GED  or  other  high  school  equivalency  certificate 
O  High  school  diploma 
O  Some  college  but  will  riot  graduate 
C  2-yea’  college  degree 
O  4-year  college  deg'ee  (BA.B5) 

C  Some  gradjaie  school 
C  Masle-'s  degree  (MA.rw5) 

G  Doctoral  degree  (PhD/MD-'LLB) 

O  Other  degree  not  listed  above 


92.  How  many  years  have  you  been  married  to  your  currant 
apouae? 


O  Less  than  i  year 


Years  Marrfed 


G® 

G0 

0 

0 

© 

0 


M.  Have  your  parents  (or  guardians),  brothers  or  sisters 
(Include  slep-brothers  and  step-sisters)  served  In  or 
retired  from  the  military'’  (Include  Guard-Beserve.) 
Mark  an  that  apply 


A. 

Never  served  G 

Currently  serving  in  the 
military  Q 

Served  less  than  8  years 
and  separated  G 

Se-ved  more  than  8  years 
(but  not  retired)  O 

Retired  Irom  the  military  G 


•  C  D. 

Molhtr  BrDlh«r(i)  Si>ltrt$) 

GOO 

GOO 

G  G  O 

O  G  O 

GOO 


93.  How  old  was  your  current  spouse  on  her  or  his  last 
birthday?  Age  Last  Birthday 


0^ 

©0 

00 

00 

©0 

00 

00 

© 

0 

Li 


94.  Does  your  spouse  speak  English  as  the  main  language 
at  home? 
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OR  QUESTIONS  95  AND  96  PLEASE  MARK  THE  NUMBER  WHICH  SHOWS  YOUR  OPINION  ON  TME  UNE  FOLLOWMG 
lACH  OUESTJON 


,w  well  do  you  ind  your  tpouw  ogroc  on  ygur 
{air»*r  pl»tu7 

No<  Wall 

W»y  9MI  Aj  Ail 

®— ®— ®— ©— ® — 


96.  How  wtli  do  you  and  your  tpeuaa  agraa  on  your 
military  caraar  ptana? 


Vary  Wall 


Net  Wall 
At  All 


How  much  of  •  problem  for  your  family  are  aach  of  the  following?  MarV  one  for  aach  Hem 


a.  Absence  for  woeitend  drills 

b.  Abserice  lor  Annual  Traming/ACDUTRA 

c.  Abserce  for  eifira  ome  speni  ai  Guard'Rosarve 


Somawhrt 


Garioui 

Of  I 

Slight 

Problem 

Problem 

Problem 

c 

o 

o 

0 

0 

o 

o 

c 

o 

Ncta 

DoMNet 

OonS 

Problem 

Apply 

Knew 

0 

O 

O 

o 

O 

O 

o 

O 

o 

Whef  I*  your  apouse'f  overall  attitude  toward  your 
parllclpatioo  in  the  GuardTIeserve?  Mark  one 
©Very  favorable 
O  Somewhat  favorable 
C  Neither  favorable  no'  unlavorabie 
Q  Somewhal  unfavorable 
O  Very  unfavorable 


your  spouse's  support  tor  your  decision  about 
.ying  In  the  military  changed  in  the  past  year? 

C'  Yes.  increased 
O  No.  decreased 
2-  Nd.  has  nol  changed 


101.  Are  arrangements  for  your  dependents  who  live  Wtth 
you  realistically  workable  for  each  of  Ihe  following 
aHuations?  Mark  one  for  each  hem. 

O  ttoi  apply,  my  dependents  do  rot  Irve  with  me. 


b 


Yea  ProbaWy  No 

Short-term  emergency  sHuabon 
Such  as  a  mobilization 

exercise  O  O  O 

Long-term  situation  such  as 

being  called-up  or  mobilized  O  O  O 


102.  Are  any  of  your  dependents  physically,  emollonally,  or 
Infelleclually  handicapped  requiring  specialized 
treatment  or  care? 

O  No 

C.  Yes.  lemporarily 
C  Yes.  permanently 


EVERYBODY  ANSWER. 

How  many  dependents  do  you  have  In'each  age  group? 
Do  not  include  yourself  or  your  spouse.  For  the  purpose 
ol  this  question,  a  dependent  Is  anyone  related  lo  you  by 
blood,  marriage,  or  adoption,  and  who  depends  on  you 
lor  Over  half  his  or  her  support. 

C  Does  not  apply  I  have  no  dependents, 

GO  TOOLtESTlON  10a 


NUMBER  OF 

DEF>ENDENTS 

8_bi 

Nod* 

1 

2 

3 

4 

Moi* 

a 

Under  1  year 

O 

0 

o 

o 

o 

o 

b 

1  yea'  lo  uyoer  2 

years 

o 

o 

o 

0 

o 

0 

2-5  years 

C' 

0 

o 

o 

o 

0 

0-13  years 

G 

o 

o 

o 

c 

e. 

14-22  years 

0 

o 

o 

o 

o 

o 

1 

23-6^  years 

o 

o 

o 

o 

o 

g 

65  years  or  over 

o 

0 

o 

o 

o 

o 

103  ft  you  are  a  single-parent  or  a  military  membar 

married  to  a  military  member,  do  you  have  t  mllltAfy 
family  care  plan? 

O  Does  not  apply 

©Yes 

©No 


104  Do  you  have  elderly  relatives  tor  whom  you  havt 
responsibility  even  If  they  are  not  youf  legal 
dependent(s)7 
©No 
©Yes 


105  Does  this  elderly  relative  live  wllh  you? 
Q  Does  nol  apply 
C'  Yes 
©No 
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VI  CIVILIAN  WORK 


A.  YOUR  OWN  EXPERIENCE 

106.  Art  ycHJ  curf Willy:  M*rV  gii  that  apply  107.  Wturl  Is  your  Immsdists  (main)  civilian  aupwviaor'a 

O  Wortung  full-ttrrw  as  an  Army  or  Arr  Force  overall  atlllotfe  toward  your  partIcIpaUon  In  the 

Guard^eserve  techutnan,  GO  TO  QUESTION  109  Guerd/Retarve?  Martrone 

O  Wortung  fulFbme  in  a  crvilian  job  (r>ot  techruoan)  Q  Does  not  apply.  I  am  rwt  wortung  at  a  cArflian  Jot), 

O  Working  pah-lime  in  a  crvilian  pb  60  TO  QUESTION  109 

O  With  a  crvilian  job  but  noi  at  work  because  of  lamporary  Q  Does  not  apply.  I  am  saN-amployed 

■ness,  vacation,  sinke.  ate  O  Vary  lavorable 

o  Sett-employee)  m  own  business  O  Somewhat  favorable 

O  Unpaid  worker  (volunteer  or  in  tamiiy  business)  O  Neither  lavorable  nor  unfavorable 

O  Unemployed,  laid  of),  looking  lor  work  Q  Somewhat  unfavorable 

O  Noi  looking  lor  work  but  would  like  to  work  Q  Very  unfavorable 

O  Ih  school 
O  Retired 
Q  A  homemaker 
O  Other 

lOe.  How  much  of  a  problem  for  your  main  employer  (or  for  you,  K  self-employed)  are  each  of  the  followlrwT 
Mark  one  fo'  each  aem. 

Somewhat 


a-  Absence  for  weeketx)  drills 
b  Absence  lor  Annual  TramingrACDUTRA 

c.  Absence  lor  erira  time  spent  ai  GuardTIeseive 

d.  Time  spent  while  at  civilian  work  on  Guard/Reserve 

business 


Serious  e*  ■  Slight 
Problem  Problem  Problem 

COO 

coo 
o  o  o 

o  o 


Not  a 

Does  Not 

Don't 

>roblem 

Appfy 

Know 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

c 

THE  NEXT  QUESTIONS  ARE  ABOUT  YOUR  CIVILIAN 
JOB  IN  1991.  IF  YOU  HAD  MORE  THAN  ONE  JOB, 
PLEASE  ANSWER  THESE  QUESTIONS  FOR  THE  JOB 
WHERE  YOU  WORKED  THE  MOST  HOURS  PER  WEEK 
fPP  MDSmFjrH E  YEAR . 

109.  What  kind  of  work  did  you  do;  that  Is,  what  Is  your 
Job  called?  For  eiample,  electrical  engineer, 
construction  worker,  carpenter,  high  school  teacher, 
typist,  etc. 

Ql  haa  no  Civilian  |ob  m  1991.  GO  TO  QUESTION  122 

WRITE  THE  NAME  OF  YOUR  JOB  IN  THE  BOX  BELOW. 
KIND  OF  WOfTlCrjOB  TITLE: 

110.  Which  of  the  following  best  describes  your  civilian 
employer  in  19917  Mark  one. 

O  Fede'a’  Government 
O  Sirfie  Government 

O  Local  Government  {includitig  public  schools) 

O  Sel)  employed  In  own  business 

Prrkate  firm  with  more  than  500  employees 
C:  Private  firm  with  100-499  employees 
C  Private  firm  wiiti  less  than  100  employees 
C  Wo'k.ng  wilhoul  pay  in  family  business  or  farm 


111.  What  kind  of  organization  did  you  work  for  In  1991? 
(For  example,  TV  and  radio,  manufacturing,  retell 
Shoe  store,  police  department,  #lc.  Federal  workara; 
enter  the  Agency,  Department  or  Government 
Branch  for  which  you  work.) 


WRITE  THE  KIND  OF  ORGANIZATION 
(BUSINESS/INDUSTRY)  IN  THE  BOX  BELOW, 
PQbin  WRITE  THE  NAME  OF  THE  COMPANY. 


112.  What  was  your  Federal  Government  pay  type  end 
grade  althe  end  of  1 991  ?  Mark  both  the  pay  type  and 
number  grade 

C  Does  noi  apply,  I  didn't  work  lor  the  Federal 
Government 


A.  PsyTyp*  B.  Number  Grade 


C  SE5  01  other  executive  pay 

0  16  Of  higher 

Oe 

C  gm 

015 

07 

Ogs 

014 

06 

Qws 

Ol3 

05 

Owl 

O12 

04 

C  WG 

Oil 

03 

C  us  Postal  Service 

O10 

02 

C  Other 

08 

01 
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tM.  During  INI,  wti«f  wa*  th«  TOTAL  AMOUNT  THAT 
YOU  EARNED  FROM  ALL  CIVlUAN  UOBS  or  your 
own  bualneaa  BEEfiREjutttJnJ  Pthtf  tfttfugtteniT 
tnciixSc  earningi  at  a  Guard/Retarva  tachntcian. 
hKtuda  commlttlona,  tipa,  or  bonuMs. 

Give  yoor  b«si  aslimate 


Amount  Earned  at  Civilian  Job 


O  Mora  than  $100,000 

ONw'« 


0&®®® 

0000® 

®®®®c« 

0®®®^ 

®®®®®| 

®'U®®0. 

®®®  vQ 
C»  ®®  (•  0 
0  1®0  C«' 


Loo 


122.  In  1991,  how  many  weeks  were  you  wllhoul  a  )ob  and 
Weeks  Looking  lor  Work 


O I  •  iot>  thtoughoLrt  1991 
O  1  was  nol  looking  lor  work 


Mi 

mi 


125.  la  your  apouaa:  Mark  «£  nn  apply. 

O  the  Armad  Forc«a.  liA-bma  ActN*  Corr^jonoiti. 
GO  TO  QUESTION  126 

O the  Armed  Forces,  M-tme  Reserve  Component 
(FTS-AGR.TAR).  GO  TO  QUESTION  126 
O  FuH-time  as  a  GuarlTleserve  technician  In  tfta  Amiy 
Of  the  Air  Force,  GO  TO  QUESTION  127 
O  Part-time  m  the  GuartirReaerve, 

GO  TO  QUESTION  127 
O  None  o1  the  ebcrve,  GO  TO  QUESTION  128 


126.  Was  your  full-time  actlva  duty  spouse  deployed 
during  Operation  Desarl  Shleld/Desart  StorniT 
O  No,  remained  at  home  installation. 

GO  TO  QUESTION  129 
O  Yes,  deployed  to  the  Persian  Guff  Area. 

GO  TO  QUESTION  12B 
O  Yes.  deployed  to  other  overseas  kxabon, 

GO  TO  QUESTION  128 


127.  Was  your  GuardTIeserve  spouse  mobilized/ 
ectivated/called-up  for  Operation  Deaart 
Shield/Desart  Storm? 

O  No,  GO  TO  QUESTION  129 
O  Yes  deployed  to  the  Persian  Gult  area 
G  Yes,  deployed  to  other  overseas  location 
O  Yes,  stayed  in  our  local  community 
O  Yes.  served  elsewhere  in  United  States 


123.  Do  you  currently  have  a  spouae? 

CNo  go  to  question  131 
O  Yes 

OVes  separaiea  GO  TO  QUESTION  131 


1 28.  How  many  months  was  your  spouse  on  Active  Duty 
during  Operation  Desert  ShleldTJesert  Storm? 


B.  YOUR  SPOUSE  S  WORK  EXPERIENCE 

124.  Is  your  spouse  Mark  {L[t  mat  apply 

G  Working  fulI-lime  in  Federal  civilian  )0b 
GWo'king  fjl'-t  ime  in  civilian  joo  (nol  lecnnician  or 
Federal} 

G  Working  pari-lime  in  Federal  civilian  job 
C  Working  pan-lime  in  civilian  job  (nol  Federal) 

G  Sell-employed  in  his  or  her  own  business 
G  With  a  job,  but  nol  at  work  because  Ol  TEMPOFIARY 
Illness,  vacation,  strike,  etc 
G  Un(!la,d  worker  (volunteer  or  in  family  business) 

G  Unemployed.  laid  off,  or  looking  lor  work 
G  fn  school 

G  Retired 

G  A  homemaker 
G  Other 


Months 


®® 

0® 

®® 

®® 

®® 

®® 

®® 

®® 

®® 
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131.  During  1991,  6id  you  or  your  tpouse  receive  any 
Income  from  the  lotlowing  eourcec?  Mark  ’YES'  or 
•NO*  for  each  item 


132.  During  1991,  how  much  did  you  or  your  apouM 
receive  from  the  Income  sources  listed  In  Oueatlon 
131 7  Do  not  Include  earnings  from  wages  or  salaries  In 
thjs  question  Give  your  best  estimata. 


RECErVED 

Yes  No 

O  C  a 

C  C'  b 

C  O  C 

O  C'  d 

O  O  e. 

C  C  f 

C  C  9 

O  C  b 

G  O  i 

c-  Cy  I 

G  V,  k 

C  C  I. 

O  C  rh 

r  . 


INCOME  SOURCE 
Interest  and  Dividends  on  Savings 
Slocks  BonOs  or  Other  Investments 
Alimony,  Child  Support  or  Other  Regular 
Contributions  Ifom  Persons  not  Living  in 
Your  Household 

Unemployment  Compensation  or  Workers 
Compensation 

Pensions  from  Federal,  Stale  or  Local 
Government  Employment 
Pensions  fiom  Private  Employer  or  Union 
Vete-ans  benefris  or  pensions 
Gl  Bill 

Social  Security  or  Railroad  Reliremeni 
Supplemental  Security  Income 
Public  Welfare  or  Assistance 
WIC  flood  programs  tor  women,  infants  and 
chiiaren) 

Government  Food  Stamps 
Anything  else  not  including  earnings  Irom 
wages  or  salaries 


O  No  income  from 
sources  m 
Question  131 

G  More  than  $100,000 


till 

0,  (?) 

GO©®© 
©©©©© 
©‘  ©  ®  ©  ® 
1©®©® 
®  ®  ®®® 
®®®®® 
®®®®® 
®®®®® 
1®  ®®® 


133.  Overall  how  do  you  feel  about  your/youf  famity 

Income;  fhal  Is,  all  the  money  that  comes  to  you  arid 
other  members  of  your  family  tiving  with  you? 

O  Very  satisfied 
C  Satisfied 

C  Neither  satisfied  nor  dissatisfied 
C  Dissatisfied 
C  Very  dissatisfied 
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YOUR  BESIDENCE 

134.  How  far  (t  your  n«w  principal  residanea  front  your 
laal  prIrKipal  raaldaooa?  UarV  ona. 

O I  ha*"#  nol  movad  urtce  folnirtg  the  Guartl/Resarve 
O  Leas  than  50  mttas 
OSOto  lOOnUta* 

Ol01  tD250mltas 
0251  to  500  rmias 
o  Mora  than  500  miles 


13S.  Do  you  RENT  or  OWN  your  principal  resldanca? 

O  Neiher,  five  m  govemmeni-owned  or  teased  housing 
ONenher,  five  with  frhends.'relalives  and  PAY  NO 
COSTS.  GO  TO  QUESTION  142 
ONeilher.  live  in  othei  accomrriodalions 
OREnt 
OOWN 


136.  How  long  have  you  RENTED  or  OWNED  your 


residence? 

O  3  monihs  or  less 
O  <  to  6  months 
07  to  12  months 
0 13  to  24  months 
025  to  36  monihs 


O  37  to  48  months 
O  49  to  59  months 
O  6  to  10  years 
O  n  to  20  years 
C'  21  0!  more  years 


It  'RENT'  continue  with  Question  137 
If  'OWN'  go  to  Question  138 


138.  What  la  your  monthly  house  paymant  for  your 

raaldenea?  (Include  the  PRINCIPAL  AND  IffTEREST 
on  all  rrtoflgages  or  truaU,  real  aatata  TAXES  artd 
homaownar's  INSURANCE.  Also  Include  land  laaaa, 
mobile  home  lot  ranui,  or  berthing  faaa,  W 
applicable.  Other  houaing  coats,  ouch  sa  utility  artd 
maintenance  coats,  ate.,  will  be  aakad  for  later. 
Example:  If  your  payment  It  3890,  enter  0890  m  the 
boxes,  than  fill  In  the  matching  circloa.) 


Dollars  Par  Month 


©®®® 
®®®® 
®®® 
®®® 
®®® 
®®® 
®(!  ® 


Loo 


139.  Over  the  last  12  months,  what  was  the  AVERAGE 
MONTHLY  cosl  of  all  utilities  (except  telephone  artd 
cable  TV)  paid  separately  from  other  rental  or  home 
ownership  coats? 

C'  DOES  NOT  APPLY,  No  utilities  are  paid  separately 
C  Do  not  have  a  basis  tor  estimating  utility  costs 


137.  How  much  TOTAL  RENT  Is  paid  for  your  residence 
PER  MONTH? 

If  you  share  the  rent,  enter  the  total  rent  paid  by  all 
occupants.  (For  example,  If  it  is  SS2S  enter  0525  In 
the  boxes  and  fill  in  the  matching  circles.  Include 
RENT  only  Other  housing  cosis  will  be  asked  for 
later.) 


Dollars  Per  Month 


©  ®  ®  ©’ 
®®®® 
®®©  ® 
®®®® 
®®© 
®®® 
®®® 
®®® 
®®® 
®©  A' 


For  each  utility,  add  all  costs  tor  the  LAST  12 
MONTHS  and  divide  by  12.  (ft  you  do  not  know  the 
costs  for  all  12  months,  please  estimate.) 


Enter  the  average  monthly 

cost  for  each  utility  In  the  Dollars  Par  Month 
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140.  Ent*f  the  AVERAGE  MONTHLY  mf'nlnihgt  CPel 
paM  for  the  UPKEEP  of  the  reetdeoco.  Round  off  to 
ttie  neereel  doller. 

QNo  meintenance  costs  ere  pekJ  teperitety 


141.  Enter  the  AVERAGE  MONTHLY  ooat  of  anr  el 
toflowinfl  houilnfl  exportMe  for  the  raaklanea; 
eohdomlnlum  tee,  honoowner'e  eeeoclefOon  (aa, 
property  and  haurd  fnturance.  If  NOT  Incfudad  In 
Question  137  or  Question  1M. 


Dollars  Par 
Month 

*  WCLUDE  only  melnlenance  i  -i  ■[ -| 

auch  ss  plumbins.  atectrical,  $  I  I  . 


haatingfcooling  syalam  or 
structural  repaira,  yard 

J  1,- 

upkeep,  ate. 

•  DO  NOT  INCLUDE  the  coat  of 

bom*  Improvements  (e.g., 

iv  (i:(x) 

ramodeling.  new  roof,  new 

(i  >*.(*■■ 

furnace,  major  appliances), 

<£(•’ 

new  shrubs,  new  fences,  or 

(irjl 

other  additions. 

d  d' 

Example:  tf  your  cost  is  $25 

fi  It 

per  month,  enter  025  in  the 

T 

boxes,  then  fill  in  the 
matching  circles. 

Fill  in  the  o^W  for  EACH  expense  you  do  have  or  j 
mark  “None*  for  EACH  espense  you  do  not  haaa.  j 


NomMimw'i  Praeatf  A 
A<»oc.  Fm  ftaard  fcmitwwe 


Dollars  • 
per  » 

Month 


Write  the 
numbers  In 
the  boses 

Then  nil  In 
llte  msiching 
circles 


Vin  MILITARY  LIFE 


How  do  you  feel  iboot  the  amount  of  time  you  spend  on  each  activity  listed  below?  Mark  one  for  each  actrvtty. 


a.  You-  cniiian  )ot 

b.  Family  aciiviiies 
c  Leisure  activities 

d  Guard 'Reserve  activities 
e  Community  activities 


I  Spend  Too 
Much  Time 


c 


I  5per>d  About  the 
Right  Amount  of 
Ttme 


lOonlSpend  Ooee 

Enough  Tln>e  Not  Appfy 

o  o 

o  o 

o  o 

o  o 

o  o 


143.  The  Guard/Reserve  are  developing  new  information  materials  Below  is  a  list  of  topics  that  might  be  Included.  How 
Inleresled  would  you  be  in  receiving  such  materials?  Please  mark  your  inieresl  in  inloimalion  about  each  toprc. 


For  each  iteir.,  mark  If  you  are; 

a.  Relitemeni  benefits 
b  Survive  Beneti!  Plan 

c.  Family  benefits  in  the  Guard'Reserve 

d.  Mobilizaiion  procedures  lor  dependents 

e  Selected  Reserve  Gi  Bill  Educational  Assistance 
1.  Soldiers 'Sailo'S  Civil  Reliel 
g  Denial  Insurance 
h  Medical  Insurance 

i.  Mobiiizaiion  Pief'arations  (o'  Small  Business 
Ovme's  end  Fernners'lndependeri! 

Piaclitioners 


Vary 

Inlcrcstsd 


c 

c 

c 


eresitd 

Somewhat 

Interested 

Not  Inleres 
At  All 

' 

o 

o 

6 

o 

o 

c 

o 

o 

Or 

o 

o 

C; 

0 

o 

o 

o 

o 

o 

c 

0 

o 

0 

o 

o 
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144.  Alt  ttifngi  con*itf*r«d,  pt»tst  Indiutc  your  (tvot  of  uticfactton  er  diaufictaetton  wtth  taatura  of  ttw 
Guard/Reaarvt  Uatad  Oalow. 


For  aach  Itatn,  marit  If  you  ara: 

Wary 

•atlsfted 

a.  Military  pay  and  atlowanoas 

0 

b.  Commissar  prrvtlages 

o 

C.  Exchange  prMlages 

0 

d.  MoraleArvalfare/recrealion  privileges 

0 

a.  Time  required  at  Guard^Reserve  activitias 

o 

f.  Military  retireir^ent  benefits 

o 

0.  Unit  social  activttws 

o 

h  Opportunities  foi  education/iraining 

G 

1.  Oppon unity  to  serve  one's  country 

C 

J,  AcquaintarcciTnendships 

O 

tauaflad 

Nor 

INry 

taliaflad 

Dlisatisflad 

DIsaatlaAad 

Dtaaattal 

O 

o 

o 

o 

O 

0 

o 

o 

O 

c 

o 

o 

O 

o 

o 

o 

O 

o 

o 

o 

o 

o 

o 

o 

o 

o 

o 

o 

o 

c 

o 

o 

0 

o 

o 

o 

c 

o 

o 

o 

145.  Ovaratl,  how  aatiifiad  are  you  with  the  pay  and  14S.  Overall,  how  aatisfied  are  you  with  your  participation 

benefits  you  receive  tor  the  amount  of  time  you  In  the  Guard/Reaerva? 

apend  on  Guard'Reserve  activities? 


Very  Very 

OitssiiifM  Saiitfied 


Very 

Disselislied 


Vary 

SetlefM 


47.  We  re  Interested  in  any  comments  you'd  like  to  make  about  Guard/Reserve  personnel  policies,  whether  or  not  the 
topic  was  covered  in  this  survey. 

DO  YOU  HAVE  ANY  COMMENTS? 

O  No 

C  Yes  -  Please  fcii  out  the  COMMENT  SHEET  on  page  23 


THANK  YOU  VERY  MUCH  FOR 
ANSWERING  THIS  SURVEY. 
PLEASE  RETURN  IT  IN  THE 
ENVELOPE  PROVIDED. 
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COMMENT  SHEET 


'laaw  p«>v1cJ«  us  wtth  ed<T>m*r(t»  you  msy  hsv*  regarding  Reserve  poficlea  of  Reserve  ectlvMtea  In  generel  In  the  •pace 
^low.  Before  commenting,  pleeae  fill  In  one  circle  In  each  eection. 

VeurltarA  - - - - 

OOffioer  _ _ _ 


Yoor  Component 

OArmy  Nstjonai  Guard  (ARNG) 

O  Arff^y  Reseve  (USAR) 

O  Nevil  Reseve  (USNR) 

O  Marine  Corps  Reserve  (USMCR) 
o  Air  Nalior^l  Guard  (ANG) 

0  Air  Force  Reserve  (USAFR) 

O  Coast  Guard  Reserve  (USCGR) 
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